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 Abstract 
 
Communication is one of the fundamental elements in the success of an organization. 
Especially in construction industry in Hong Kong, various information and messages in 
large quantity have to be transmitted within the organization through different means 
everyday. Efficiency in information transfer is highly demanded. In order to achieve 
effective communication, good communication relationship is essential. Gudykunst (1997) 
believed that the way in which people communicate is influenced by their culture and, in 
turn, their culture is influenced by the way they communicate. Therefore, this research is 
going to study the relationship between organizational culture and communication. 
Organizational culture is the shared values and beliefs held among the members of the 
organization. Literature reviewed that different types of organizational culture have 
influences on communication relationship. In order to achieve good organizational 
performance, it is needed to understand the current situation of construction industry for 
further improvement. 
Construction companies under the List of Approved Contractors for Public Works from 
Environment, Transport and Works Bureau are invited to participate in the questionnaire 
i 
 survey. It is to find out the organizational culture profile and communication situation of 
the construction companies in Hong Kong. The organizational culture profiles are studied 
by classifying the respondents companies into different groups, according to their years of 
engagement, size and project contract sum.  
Results reviewed that most of the culture profiles of the construction companies have a 
dominant culture in clan and hierarchy. Communication direction flow tends to be 
downward and the relationship among coworkers is found to be the most satisfactory.  
It is also found that size of company has a significant effect on the hierarchy culture of 
construction companies, while project contract sum has a significant effect on market 
culture of construction companies. Additionally, relationship between organizational 
culture and direction of flow is significant in clan and hierarchy culture, while 
relationship between the four culture profiles and communication relationship shows 
significant.  
This research helps diagnose the current situation of culture profiles and communication 
of construction companies in Hong Kong. It could assist in improving the communication 
condition for better performance of the organization. 
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Chapter 1 Introduction 
CHAPTER ONE 
Introduction 
1.1 Background 
Communication is necessary in our daily life. It also plays an important role in an 
organization. According to Katz & Kahn (1966), communication is “the very essence” of 
the organization. It can improve an organization’s operating effectiveness, motivation 
levels and production process, Emitt & Gorse (2003). In order to have successful 
completion of tasks and attainment of goals in an organization, effective communication 
is thus very essential. It is recognized as critical factors leading to success.  
In construction industry, communication does play an important role too. Different parties 
engage in the construction process, for example, clients, quantity surveyors, project 
managers…etc. Communication between them is needed to achieve effective information 
transfer. Good information transfer can enhance the working performance.  
Organizational culture can be summarized as the values, beliefs and behaviours that 
shared within an organization. The way that people perform and behave is influenced by 
1 
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the shared values and underlying assumptions. Communication, being one of the 
activities performed in an organization, is also affected by the organizational culture. 
Therefore, there is a relationship in between organizational culture and communication. 
Effectiveness of communication depends on many factors. Direction of communication 
flow and communication relationship could tell if the communication is effective or not. 
The flow of communication indicates the measure of satisfaction from the sender to the 
receiver. While good communication relationship could ensure good information transfer.  
 In order to know more about the relationship between organizational culture and 
communication, direction of communication flow and communication relationship can be 
tested to see if there is any relationship existed. In this research, the relationship between 
them is studied in the construction industry in Hong Kong. Therefore, construction 
companies are selected. Their organizational culture and the relationship with 
communication will be studied. 
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1.2 Aim and Objectives 
Aim 
The main aim of this study is to examine the relationship between organizational culture 
and communication of construction companies in Hong Kong. 
 
The focus of the study will be put on the four culture types of organizational culture and 
the two dimensions of communication. The four culture types are clan culture, adhocracy 
culture, market culture and hierarchy culture. The two dimensions of communication are 
direction of communication flow and organizational communication relationships. 
This research will specifically study the relationship between the four types of culture and 
direction of communication flow, and the relationship between the four types of culture 
and organizational communication relationships.  
The study will carry out tests by using samples of the construction companies in Hong 
Kong. The construction companies are those who are handling building constructions in 
Hong Kong. 
3 
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Objectives 
The objective of this paper is stated as follows: 
1. To understand and diagnose the organizational culture profiles of the construction 
companies in Hong Kong 
Objective 1 will focus the study on the construction companies which are handling 
building constructions in Hong Kong. The organizational culture profile will 
include the six dimensions of the company profiles. Therefore, not only the 
overall culture type of the construction companies will be obtained, but the six 
dimensions of the culture profile as well.  
Objective 1 will also diagnose the organizational culture profile of construction 
companies according to three classifications. It is to see if there is any effect of the 
classifications on the organizational culture profile. Construction companies are 
classified according to years of engagement, number of workers and project 
contract sum.   
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2. To identify the direction of communication flow and organizational 
communication relationships of the construction companies in Hong Kong 
Objective 2 will focus the study on two dimensions of communication, direction 
of communication flow and organizational communication relationships. The 
focus of the study is the construction companies which are handling building 
constructions in Hong Kong. 
Objective 2 will show the direction of communication flow within the 
construction companies, whether it is either downward or upward. The 
communication will flow from the senior to the subordinate or from the 
subordinate to the senior.  
Objective 2 also will reflect the organizational communication relationships 
within the construction companies among three levels of the members of the 
companies. The three levels of the members of the companies are the coworker, 
the supervisor and the top management. 
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3. To find out the relationship between the organizational culture and the direction of 
communication flow; and organizational communication relationships of the 
construction companies in Hong Kong 
Objective 3 will focus the study on the construction companies which are handling 
building constructions in Hong Kong. The study will diagnose the relationship 
between the four culture types and direction of communication flow. Another 
relationship to be diagnosed is that between four culture types and organizational 
communication relationships.  
Apart from studying the relationship of overall culture type and direction of 
communication flow and organizational communication relationships, Objective 3 
will also carry out study on the specific relationship between six dimensions of 
culture profile and direction of communication flow; and the specific relationship 
between six dimensions of culture profile and organizational communication 
relationships. 
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1.3 Importance of Study 
Not much research has been done on organizational culture profiles of construction 
companies in Hong Kong. Having analyzed the organizational culture profiles of the 
construction companies, people will start to notice more about their culture and make 
improvement in behaviours so that the whole industry would be improved later on.  
Ronder (2003) identified that an appropriate culture is an advantage for an organization. 
Organizational success and performance are influenced by organizational culture. An 
effective organizational culture is a key component influencing an organization’s ability 
to compete and to succeed in long term, by Morris (1992). 
Construction companies are operating in an open system that many external and internal 
factors could affect the culture profile of a company. Those factors would lead to a 
change in culture within the company. Thus, understanding the culture profile of the 
company could give a better insight in management and decision making. 
According to Cameron & Quinn (1999), understanding organizational culture could have 
a powerful effect on improving the performance and long-term effectiveness. This study 
allows more understanding of the current culture profiles and improves their performance 
and long-term effectiveness.  
7 
Chapter 1 Introduction 
Communication in the organization is not confined to messages within particular 
stakeholder group, but with all, McPhee & Zaug (2001). This research tries to identify the 
current communication satisfaction among the members of the companies and the current 
relationships among themselves. It could provide an insight for the companies to improve 
their current situation in case of any communication ineffectiveness and inefficiency. 
This research also helps a lot in the relationship among the members of the organization. 
Many top managers and seniors may not understand the culture of their company well 
enough. Mostly, the lack of communication leads to such phenomenon. This study thus 
could raise their attention to implement certain measures and improve the current 
situation.  
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1.4 Methodology 
In this research, in order to achieve the objectives mentioned in the previous section, the 
methodology applied in this research will be as follows:  
Objective 1 
In order to achieve the objective one, it is necessary to have a detailed understanding and 
knowledge in culture and organizational culture. Concept of organizational culture is 
important for generating further research study in the area. Study on the topic will be 
done through reading journal papers, books and related research studies. The literature 
review will build up the understanding on the definitions, meanings and importance of 
organizational culture. Basic concept from Hofstede and Schein on organizational culture 
can be established. Then, it is able to have a clear picture about the artifacts, shared value 
and underlying assumptions. The study of the organizational culture of the construction 
companies in Hong Kong will be investigated.  
Their organizational culture of construction companies will be analyzed by 
Organizational Culture Assessment Instrument under the Competing Value Framework, 
based on Cameron & Quinn (1999). Organizational culture of the companies is classified 
into four types, namely Clan culture, Adhocracy culture, Market culture and Hierarchy 
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culture. In order to have a clear picture of the culture of the respondents companies, 
questionnaires will be set up and distributed to a targeted sample. Data collected will be 
allowed for analyzing the types of the culture profile. The companies are then classified 
according to years of engagement, size of the company and the project contract sum. 
Besides, the culture profile will be diagnosed in six dimensions, namely dominant 
characteristics, organizational leadership, management of employees, organizational glue, 
strategic employees and criteria of success.  
From the questionnaire survey, data can be analyzed and generated the overview of the 
organizational culture of the construction companies in Hong Kong. The relationship 
between the dimensions of organizational culture and years of engagement, size and 
project contract sum of the companies will also be analyzed and discussed. After 
generating the overview of organizational culture profile of the construction companies, 
and the relationship between dimensions of organizational culture and years of 
engagement, size and project contract sum of the companies, the significant difference 
among the four culture types will be testified. One-way Analysis of Variance and Two-
way Analysis of Variance are applied in the test of significance. It can prove to show the 
significance of the results generated. 
10 
Chapter 1 Introduction 
Objective 2 
Before studying the relationship between organizational culture and communication, it is 
required to know what communication is and how important it is. Literature review on 
communication will be done to get a thorough understanding on the definitions, elements 
and concept of communication. These could then help to have a clear picture on 
communication.  
After having reviewed the communication direction of flow and communication 
relationship, the questionnaire survey could then be used for collecting views from the 
respondents that how they satisfied with direction of flow and the communication 
relationship. The International Communication Association Audit is used for setting up 
the questionnaire surveying to investigate these two aspects of communication. It will be 
reviewed for better understanding. Data collected from the survey will be added up and 
taken an average. Then the test of significance of the direction of flow in construction 
companies is used. Wilcoxon matched-pair test is used for testing the significance. A 
further analysis will prove for the communication relationship among coworkers, 
supervisors and top management. This is to see if there is any difference between these 
11 
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three relationships. A test of significance, One-way Analysis of Variance is also 
demonstrated to show the significance of the relationship generated. 
Objective 3 
In order to have a better understanding on organizational culture and communication, 
then the relationship between them should be studied. Literature review will provide the 
relationship between them. Data collected from the questionnaire survey will be used for 
testing as well.  
Test of association will be used to find out if there is any relationship between the 
organizational culture and direction of communication flow, and between the 
organizational culture and organizational communication relationship. Correlation will 
then be found. Spearman Correlation Coefficient is applied in this investigation. The test 
is used for showing any significant relationship established between direction of 
communication flow and organizational culture, and between organizational 
communication relationships and organizational culture. Furthermore, detailed 
investigation is also done by correlating the direction of communication flow with six 
dimensions of culture profiles, and correlating the organizational communication 
relationships with six dimensions of culture profiles. 
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1.5 Organization of the dissertation 
Chapter One will describe the structure of the research. It will briefly state the 
background, aim, objectives, importance and methodology of the research.  
Chapter Two will provide the definitions, detail interpretations, and concept on the 
culture and organizational culture. This chapter reviews the literature on organizational 
culture. Competing Value Framework will be studied as well. 
Chapter Three will provide literature reviews relating to communication. Definition and 
the concept will be studied. 
Chapter Four will review the relationship between organizational culture and 
communication. Many researchers believe that there is a linkage between them. Besides, 
their relationship will be studied based on the Competing Value Framework.   
Chapter Five will be the methodology of the research. Detail explanation of the method of 
collecting data, selection of target group and the setting of the questionnaire will be given.  
Chapter Six is going to analyze the data collected from the responded companies. The 
organizational culture of each company and their communication score are studied by 
different kinds of test, for example, test of significance and test of association. 
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Chapter Seven is the discussion of the data analyzed in previous chapter. There are three 
sections of discussion. One is about discussing the organizational culture of the 
construction companies. Another one is about discussing the direction of flow and 
communication relationship of the companies. The last one is about the relationship 
between organizational culture and communication. 
Chapter Eight summarized the analysis and results in the last chapter. Conclusion of the 
findings will be given. Besides, implications, limitations and recommendation for further 
studies will be presented. 
14 
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CHAPTER TWO 
Organizational Culture 
2.1 Introduction to Culture 
Culture is an important concept in understanding the society. It acts as a basis for studying 
the organizational culture. Therefore, before understanding the organizational concept of 
culture, it is better to have an insight on culture first. In this chapter, the concept of culture 
will be introduced first in section 2.1. The definition, characteristics and dimensions of 
culture will be addressed. After that, the concept on organizational culture will be presented 
in section 2.2. Definition, characteristics and dimensions of organizational culture will be 
illustrated. In section 2.3, competing value framework will be introduced as a way of 
interpreting and diagnosing the culture profile of construction companies.  
2.1.1 Definition of Culture 
Culture has been studied by anthropologists as early as in 1952 by Kroeber & Kluckhohn, 
1973 by Geertz and other researchers, like Smirich in 1983, over the past century. Different 
definitions were evolved to explain the nature of culture. Cooke & Rousseau (1988) said 
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that culture was treated as a set of cognitions shared by members of a social unit. Besides, 
assumptions, beliefs, values as the essence of culture prevail in the literature of Schein 
(1985) and Smirich (1983). In this section, conclusive review on the definition of culture 
will be presented. 
Generally, Sackman (1992) identified that definitions of culture vary in the use of central 
concept. The concept may include ideologies, a coherent set of beliefs, basic assumptions 
and a set of shared core values. There is no conclusion or discussion whether which 
definition is to be the best one. Yet, the three following definitions are used here for ease of 
defining “culture”: 
1. Kluckhohn (1951) defined that culture consisted in patterned ways of thinking, 
feeling and reacting, acquired and transmitted mainly by symbols, constituting the 
distinctive achievemnets of human groups, including their embodiments in artifacts; 
the essential core of culture consists of traditional ideas and especially their attached 
values. 
2. Kroeber & Kluckhohn (1952) stated that culture as the values and beliefs shared by 
members of a society: the patterns of behaving, feeling and reacting shared by a 
society, including the unstated premises underlying that behaviour; and habitual and 
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traditional ways of thinking, feeling and reacting that are characteristics of the ways 
a particular group of people meets its problems.  
3. Hofstede (1990) treated culture intensively as the collective programming of the 
mind that distinguishes the members of one group or category of people from 
another.  
It should be noted that culture is not the same as values. Burke & Michela (2000) 
considered that culture is within the scope of values, norms and schemas. For the term 
“value”, the systems of values are a core element of culture, stated by Kluckhohn (1951). 
Hofstede (2001) further elaborated value is to be held by individuals as well as by 
collectivities while culture is assumed as a collectivity. It is about mental programme which 
is relatively unspecified. 
From the above meanings, culture is defined as values and beliefs shared by members of a 
society in which the behaviours lead them to be distinguishable. 
2.1.2 Characteristics and Dimensions of Culture 
After understanding the definitions to culture, this section is going to elaborate what culture 
is in terms of characteristics and dimensions.  
17 
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Beyer & Trice (1993) stated conclusive characteristics of culture. They identified 6 
characteristics of culture comprehensively.  
1. Collective – Culture cannot be formed by individuals alone, which must be formed 
through interactions with other people. 
2. Emotionally changed – Anxiety can be managed by culture and formation of culture 
should consist of emotion as well. 
3. Historically based – Culture is developed by interaction and sharing with people for 
a certain period of time. History should be a basis for culture. 
4. Inherently symbolic – Culture is symbolic to emphasize expressive, being the most 
basic unit of cultural expression for identification. 
5. Dynamic – There are continuously changes over time as the culture develops. 
6. Inherently fuzzy – Cultures are not monolithic single sets of ideas. It always has 
confusion with ambiguities.  
Apart from studying culture in the aspects of understanding the characteristics, some 
researchers used other approaches. Hofstede (1991) identified culture into 5 different 
categories or dimensions in comparing cultures with one and other, after carrying out an 
IBM study across more than 50 countries: 
1. Power distance – It is the degree of inequality in power between a less powerful 
individual and a more powerful other, in which both belong to the same social 
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system. It is accepted by them and supported by their social environment to a 
considerable level. Societies with high power distance will tolerate greater 
inequalities in the distribution of wealth, power, prestige and status; societies with 
low power distance will suppress in other words. Hofstede (2001) further defined 
that such inequality as a difference in the degree of power between the less powerful 
and the more powerful, though they belong to the same nation. 
2. Uncertainty avoidance – Different societies have adapted to uncertainty in different 
ways. These ways differ in each nation or organization. Ways of coping with 
uncertainty reflect the collectively held values. Some may use technology, rules, 
religion and rituals. In low uncertainty avoidance cultures, people embrace 
innovation and are more tolerant of unusual behaviours. Different people in different 
places will have their values in avoiding uncertainties. It indicates that each nation 
will have different culture in avoiding uncertainty. 
3. Individualism and collectivism – It reflects how people live together. It also affects 
the nature of relationship between a person and the organization, to which he 
belongs to, the reasons of members to comply with organizational requirements and 
the types of persons admitted into positions of special influence in organizations. 
People in strong collectivism nation would concern the public matters, while people 
19 
Chapter 2 Organizational Culture 
in individualist society would only concern particular events. People would like to 
do whatever they want in individualist society. 
4. Masculinity and femininity – It is a common pattern of male assertiveness and 
female nurturance due to the implications of biological differences between the 
sexes for emotional and social roles of the genders. But it should be noted that men 
always behave in a more masculine manner than women, and women always behave 
more feminine than men. Attitudes towards the two sexes in a country could form a 
culture difference. Masculine culture clearly separates gender roles which stresses 
on work, careers and wealth acquisition. In feminine culture, gender roles are less 
distinct. It focuses more on relationship, physical environment and services to the 
community.  
5. Long-term and short-term orientation – It is based on the teachings of Confucius, 
persistence and thrift to personal stability and respect for tradition. Long term 
orientation culture focuses on the long term horizons and history. Short term 
orientation culture focuses on short term horizons and present.  
Besides the approach of studying culture from Hofstede, another researcher, Schein (2004) 
used another approach. He identified culture into three different levels. Schein elaborated 
that level means the degree to which people could observe the cultural phenomenon. The 
20 
Chapter 2 Organizational Culture 
first level is artifacts that we can see, hear and feel the existence and phenomena. It is the 
surface level of culture. Entering the second level, it is the espoused values, which are 
strategies, goals and rules. For the deepest level, the third level, it is the underlying 
assumptions. It is the sources of values actions.  
 
2.2 Organizational culture 
Having studying the concept of culture, meaning of organizational culture will be given and 
discussed in this section. Organizational culture is different from the previous section’s 
culture. Before going into details, it is necessary to understand the difference between 
culture and organizational culture. 
Hofstede (2001) wrote about the difference between culture and organizational culture. He 
pointed out that organizations do not often reach the depth and richness of socially shared 
understanding of the paradigmatic cultures studied by anthropologists, since the learning of 
organizational culture occurs in adulthood and members of organizations rarely live in total 
institutions, and thus exposes to other orientations. Therefore, organizational culture resides 
mostly in practices and less in values.  
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On the other hand, the national culture resides mostly in values and less in practices. This is 
because values are acquired mainly in one’s early youth, and practices are learnt through 
socialization at workplace or school. However, understanding on culture is not sufficient for 
the analysis of this dissertation as we are going to discuss the culture of the organizations.  
Furthermore, Hofstede (2001) wrote that studying organizational culture is better to have a 
unit of homogeneous characteristics.  Thus, for the purpose of this research, organizational 
culture is to be studied. In the coming section, section 2.2.1, definition of organizational 
culture will be reviewed. Then in section 2.2.2, it will study the characteristics of 
organizational culture. Lastly, different dimensions of the culture will be reviewed in 
section 2.2.3.  
2.2.1 Definition of Organizational culture 
Organizational culture provides a framework, which members of the organization use it to 
understand the organization, according to Frost & Gillespie (1998). Therefore, it is 
necessary to identify what organizational culture is. 
 “Organizational culture” was firstly introduced by Pettigrew (1979). In 1982, the term was 
studied in management aspect by Deal & Kennedy (1982) and Peters & Waterman (1982). 
Since then, the term has been widely discussed.  
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There are many different definitions to organizational culture. Among them, there are 
different understandings to the term. Some of them are as follows. 
Pettigrew (1979) described the term as patterns of belief, symbols, rituals, and myths that 
evolve over time and function as the glue that holds the organization together. This concept 
was also agreed by Smircich (1983). 
Wallach (1983) said corporate culture is the shared understanding of an organization’s 
employees – how we do things around here.  
Schein (1984) defined culture as: A pattern of shared basic assumptions that the group learn 
as it solved its problems of external adaptation and internal integration, which has worked 
well enough to be considered valid and, therefore to be taught to new members as the 
correct way to perceive, think, and feel in relation to those problems. 
Denison (1990) defined organizational culture as the underlying values, beliefs and 
principles that serve as a foundation for management practices and behaviours that both 
exemplify and reinforce those basic principles. This definition is very similar to that of 
Davis (1985). 
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Trompenaars & Hampden-Turner (1998) defined organizational culture as a way in which a 
group of people solves problems and reconciles dilemmas.  
Cameron & Quinn (1999) treated organizational culture as those taken-for-granted values, 
underlying assumptions, expected collective memories, and some definitions present in an 
organization. It represents “how things are around here”. It also reflects the prevailing 
ideology that people carry inside their heads. 
In Hofstede (2001), he treated culture as a collective programming of the mind that 
distinguishes the members of one group or category of people from another. He also 
defined culture as the interactive aggregate of common characteristics that influence a 
human group’s response to its environment. 
Hodge, Anthony & Gales (2003) concluded that culture is a pattern of the observable 
characteristics that make up the culture, the taken-for-granted and shared meanings, beliefs 
and assumptions that people in the organization use to cope with problems, adapt to 
external conditions, and develop internal integration. The culture is a force that directs 
behaviour of individual organizational members so that there is consistency and 
predictability within the organization. 
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In this research, for a better understanding and achieving the research aim, the 
organizational culture is defined as shared values and underlying assumptions in the 
organization which govern the behaviours of the members.  
2.2.2 Characteristics of Organizational culture 
Understanding characteristics of organizational culture helps identify more on the 
organization, according to Frost & Gillespie (1998), and thus it can help improve the 
management of the organization. This section provides a review on the characteristics of 
organizational culture.  
Reviews found as early as 1984, Bate (1984) identified three features of culture: 
1. Culture is implicit in the minds of men.  It is something that directly unobservable. 
Components of organizational culture are internalized social constructs. They form 
the basis of person’s common sense view of his organizational world, which is 
notable for its unconscious and unreflecting character. 
2. Culture is shared in nature. It refers to the ideas, meanings and values people hold in 
common and subscribe collectively. It focuses on the commonalities which give an 
organization a shared perspective. 
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3. Culture is transmitted by a process of socialization. People are required to 
acknowledge and to conform to the patterns of thinking and acting that might stretch 
far back into an organization’s history. This nature gives continuity to the past.  
Scholz (1987) thought that organizational culture is implicit, invisible, intrinsic and 
informal consciousness of the organization which guides the behaviour of the individuals 
and which shapes itself out of their behaviour. It is difficult for insiders of an organization 
to determine the type and the strength of organization culture.  
On the other hand, Hofstede (1991) clearly stated that characteristics of organizational 
culture as six features. He identified that the characteristics of organizational culture are as 
follow: Holistic, historically determined, socially constructed, soft, difficult to change and 
related with anthropological change. Furthermore, Hofstede et al. (1990) classified 
organizational culture into four categories, namely symbols, heroes, rituals and values.  
1. Symbols are words, gestures, pictures, language and objects that carry complex 
meanings recognized as only by those who share the culture.  New symbols are easily 
developed and old ones disappear. It thus forms the outer layer of culture. 
2. Heroes are persons, alive or dead, real or imaginary, who possess characteristics that 
are highly prized in the culture. They often serve as a model of behaviour. 
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3. Rituals are collective activities that are technically unnecessary to the achievement of 
desired ends, but that within a culture are considered socially essential, keeping the 
individual bound within the norms of the collectivity. Examples are some ways of 
greeting, paying respect to others. 
4. Values are the core of organizational culture. It can be feelings that are often 
unconscious and rarely discussable. It cannot be observed but are manifested in 
alternatives of behaviour.  
Besides, recent literature from Trompenaars & Hampden-Turner (1998) found that,  they 
considered that culture is man-made, conventionalized and passed on for newcomers to 
learn. He also stated that culture can be distinguished from others by differences in shared 
meanings they expect and attribute to their environment.  
2.2.3 Dimensions of Organizational culture 
Different dimensions of organizational culture has already been identified and studied by 
many academics in the past. Having known to the dimensions of organizational culture, 
diagnosis of the relationship between organizational culture and communication can then be 
made. 
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Cited from Deal & Kennedy (1982), Harrison (1972) classified the dimensions according to 
ideology. He suggested four organization ideologies. Power orientation is competitive and 
always tries to bargain its own advantage. Role orientation is preoccupied by legality, 
legitimacy and responsibility. Task orientation emphasizes that organizational structure, 
functions and activities are evaluated in terms of their contribution to the goal. Person 
orientation exists primarily to serve the needs of the members.  
Wallach (1983) divided organizational culture into 3 dimensions – Bureaucratic, Innovative, 
and Supportive. Bureaucratic are hierarchical, procedural, results-oriented, structured, 
ordered, regulated, established, cautious and power-oriented. Innovative are risk-taking, 
result-oriented, creative, pressurized, stimulating, challenging, enterprising and driving. 
Supportive are collaborative, relationships-oriented, encouraging, sociable, personal 
freedom, equitable, safe and trusting.  
Similar to that of Harrison (1972), Handy (1985) also divided organizational culture into 4 
aspects: 
1. Power culture – like a web. It depends on central power source to influence spreading 
out and connected by functional strings. It depends on trust and communication with 
little bureaucracy. System has to react quicker. 
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2. Role culture – like a Greek temple. It is strong in functions and specialities. The role is 
more important than individuals. Rules and procedures are major influence. System is 
slow to react. There is security for individuals. Economies of scale exist. Technical 
expertise dominates. 
3. Task culture –like a net. It is project oriented and hopes to get the job done. The 
management level influences through expert power. System reacts quickly. There is 
team culture and high degree control over their work. It is hard to produce economies of 
scale and depth of expertise. But the culture is easy to have declining morales. 
4. Person culture – like cluster. Individual is central point. The control mechanism is 
impossible in the organization. Besides, expert power becomes the base. 
Scholz (1987) suggested 3 dimensions of culture development as his typology of 
organizational culture. It includes evolution-induced, internal-induced and external-induced 
dimensions. Evolutionary dimension is the culture that develops over time, like stable 
culture, reactive culture, anticipating culture, exploring culture and creative culture. Internal 
dimension is that particular internal conditions operating within the organization, like 
production culture, bureaucratic culture and professional culture. While external dimension 
is of how the organization respond to the external conditions, like work-hard/play-hard 
culture, bet-your-company culture and process culture. 
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McDonald and Gandz (1992) considered four dimensions of organizational culture after 
interviewing the senior managers and management consultants of their shared values. They 
are relationship-oriented culture, change-oriented culture, status quo culture and task culture. 
The relationship-oriented culture emphasizes the shared values of broad-mindedness, 
considerations, cooperation, courtesy, fairness, forgiveness, humor, moral integrity, 
openness and social equality. The change-oriented culture emphasizes the values of 
adaptability, autonomy, creativity, development and experimentation. The status quo 
culture emphasizes the values of cautiousness, economy, formality, logic, obedience and 
orderliness. The task culture treasures the values of aggressiveness, diligence and initiative. 
Apart from the above mentioned dimensions, Westbrook (1993) added a new attribute, 
subculture, into its four other attributes, namely language, artifacts and symbols, patterns of 
behaviour, and basic assumptions. In the newly added attribute, subculture has goals and 
attitudes toward the subculture as well as to the primary culture. Subculture may have 
supportive to the primary one or against the primary one. 
Trompenaars & Hampden-Turner (1998) divided culture into three layers. The outer layer 
includes explicit products, like languages, food, buildings, houses, monuments… which can 
be observed. The middle layer includes norm, mutual sense that a group has and values, the 
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shared definition of “good” and “bad” or a criterion to determine a choice from existing 
alternatives. A culture is relatively stable when the norms reflect the values of the group. 
The core includes assumptions about existence. It is the most basic values that people strive 
for survival. 
Apart from the mentioned classification, Hofstede (2001) stated 6 dimensions of 
organizational culture: 
1. Process oriented versus results oriented – It shows the concern of means to the concern 
of goals. In process oriented culture, people perceive themselves as avoiding risks and 
spending only limited effort in their jobs, and they saw each day as pretty much the 
same. In the results oriented culture, people perceive themselves as comfortable in 
unfamiliar situations and as putting in maximal effort, and they felt that each day 
brought new challenges.  
2. Employee oriented versus job oriented – It shows the concern for people to the concern 
for getting the job done. In employee oriented culture, people feel that their personal 
problems were taken into account and the organization take a responsibility for 
employee welfare. Besides, important decisions are made by groups or committees. In 
job oriented culture, people experience a strong pressure for getting the job done. 
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People perceive the organization as interested only in the work employees did, not the 
welfare of the employee. Besides, important decisions are made by individuals.  
3. Parochial versus professional – It shows the units whose employees derived their 
identity largely from the organization to units in which people identified with their type 
of job. In parochial culture, members feel that organization’s norms cover their 
behaviour at home as well as on the job. They feel that in hiring employees the 
company takes their social and family backgrounds into account as much as their job 
competence. People do not look far into the future. In professional culture, members 
considered their private lives to be their own business. They feel that the organization 
hire on the basis of job competence only. 
4. Open versus closed – It shows the communication climate, which is a focus of attention 
for both human resources and public relations experts. In open culture, members 
consider both the organization and the people open to newcomers and outsiders. They 
believe that almost anyone would fit into the organization and that new employees need 
only a few days to feel at home. In closed culture, the organization and people feel to be 
closed and secretive, even for the insiders. Members feel that only special people would 
fit into the organization and that new employees need more time to feel like at home. 
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5. Loose versus tight – It focuses on the amount of internal structuring in the organization. 
In loosely controlled units, people feel that no one thought of cost, meeting times were 
only kept approximately, and jokes about the company and the job. In tightly controlled 
units, work environment is cost-conscious. Meeting time is kept punctually, and jokes 
about the company or the job are rare.  
6. Normative versus pragmatic – It deals with the amount of structuring in the unit’s 
external contacts. It corresponds to the popular notion of customer orientation. In 
normative units, a task towards the outside world is the implementation of inviolable 
rules. It focuses on the organizational procedures, which is more important than the 
results. The standard is high in matters of business ethics and honesty. In pragmatic 
units, it is always market driven. It is less focused on customer’s needs. Results are 
more important that the correct procedures.  
A distinguished classification is found from Hodge, Anthony & Gales (2003), in which 
culture exists in two levels, observed and unobserved. Observable level shows traces or 
indicators of culture. It includes physical characteristics of the organization, like 
architecture, dress patterns, language, stories, myths, behaviours, formal rules and 
ceremonies. They are just symbolic indicators of unobservable characteristics. For 
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unobservable level, it shows the norms, beliefs, assumptions, values and shared perceptions 
held by the members of the organization.   
Another classification of dimensions is found from Berg & Wilderom (2004). They stated 
that there were 5 dimensions. The first one is autonomy. It is task related. It pertains to the 
degree to which employees have decision latitude at the job level. The second one is 
external orientation. It is external oriented which means the organizational units operate in 
an external environment. The third one is interdepartmental coordination. It is considered as 
one of the dimensions since the horizontal differentiation may raise barriers to productive 
inter-group communication. The fourth one is human resource orientation. It is considered 
as an explicit part of the organizational culture construct. This can be seen in other literature, 
like Quinn (1991). The fifth one is improvement orientation. It is for include the degree of 
proactivity that is intended to achieve ever better organizational results. 
Schein (2004) gave a comprehensive view on the dimension of culture. He thought that 
cultural development revolves from the leadership in the first stage. People shared 
something stable and deep in the first stage, which is less tangible and visible. The elements 
that they shared have to be integrated together.  In order to develop the culture, there is an 
accumulated shared learning from a history of shared experience. Then it develops to the 
34 
Chapter 2 Organizational Culture 
issue of confrontation of intimacy, role differentiation and peer relationship. Different 
people come from different places; there would be more different kinds of shared 
experience and other assumptions of their own places. This leads to insufficient stability of 
membership and conflicts and ambiguity. As the groups of people communicate and 
accumulate to learn, they would have a common language and thus shared basic 
assumptions. In the third stage, creativity and innovation come into forces to bring conflict 
with needs for order and stability of the organization. People would strive towards 
integration and survive and adapt their environment. The organization matures to only 
encounter the confrontation of survival and growth issues. The stages of cultural 
development represent changed goals, values and focus of the organization.  
On the whole, Schein (2004) concluded that the first level, artifacts, includes some basic 
phenomena. They are visible, tangible and easy to be observed. However, this level cannot 
reflect the deepest level of culture. The second level, espoused value, means s shared 
assumption and a set of values that can predict much of the behaviour that can be observed 
at the artifactual level. It is usually a social principles, goals and standards which have 
intrinsic worth. The third level, basic assumption, is the level that one finds behaviour based 
on other groups inconceivable. It represents taken-for-granted beliefs about human, nature 
and reality.  
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2.3 Competing Value Framework 
Different organizations have different types of organizational culture. The culture can be 
transmitted in the organization through daily interaction, like communication. On the other 
hand, communication among the coworkers can affect the organizational culture. Before 
analyzing their relationship, it is needed to investigate the way of assessing organizational 
culture first. In this section, competing value framework is introduced to interpret and 
diagnose the culture profile of construction companies. Section 2.3.1 will give an 
introduction. Section 2.3.2 will elaborate and explain the details of the Competing Value 
Framework. Lastly, section 2.3.3 will present the four types of organizational culture 
classified under the framework. 
2.3.1 Introduction 
Value is the core element of culture. As mentioned in the previous sections, it is implicitly 
implied in every organizational behaviours and activities. It is difficult to identify the 
organizational culture with complex, interrelated and ambiguous set of factors. Many 
literatures have focused on the variety of dimensions of culture. Yet, not all could include 
the relevant factor in assessing organizational culture.  
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Organizational culture cannot be managed if it cannot be measured, Reyneirse & Harker 
(1986). Cameron & Quinn (1998) suggested a theoretical foundation, Competing Values 
Framework for narrow and focus the search for key cultural dimensions. 
2.3.2 Competing Values Framework 
Competing Values Framework is am empirically derived framework for diagnosing change 
in organizational culture and integrating many dimensions being proposed. It was initially 
developed by several researchers. In 1974, John Campbell and his colleagues created a list 
of indicators that represented a set of measures for organizational effectiveness. Later on, 
Quinn & Rohrbaugh (1983) evaluated and developed two dimensions to organize indicators 
into four clusters.  
There are two dimensions forming four quadrants in the framework. The first dimension 
differentiates effectiveness from flexibility and discretion to stability and order. The second 
dimension differentiates effectiveness from internal orientation to external orientation. Each 
end of dimensions is the competing values against each other.  
The four clusters of criteria define the core values on which judgments about organizations 
are made. They indicate what people value about an organization’s performance. Therefore, 
they are a distinct set of organizational effectiveness indicators. 
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The two ends of each dimension have totally opposite assumptions from one end to the 
other. Therefore, the dimensions lead to the quadrants with competing on the diagonal. 
These contradicting values in each quadrant are the reason for the name, Competing Values 
Framework. 
The four quadrants formed explain how different organizational values associated with 
different forms of organizations. Cameron & Quinn (1998) agreed that the framework 
demonstrates the organizational forms that have developed in organizational science.  
The dimensions and quadrants help explain different orientations and competing values that 
characterize human behaviour. Each quadrant represents basic assumptions, orientations 
and values that comprise an organizational culture. They define what is seen as good and 
right and appropriate.  
Quinn (1988) mentioned that the four quadrants are closely related to each other. Though 
they are opposite to one of the others, they complement to the others at the same time.  
They are so important that they represent four ways of understanding the world that people 
behave, four moralities and values of people lied. In the next section, section 2.3.3, the 
details of the four quadrants will be explained. 
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2.3.3 Four types of Organizational culture 
Each quadrant in Competing Values Framework has distinguishable characteristics, namely 
clan, adhocracy, market and hierarchy. Clan quadrant is in the upper left, adhocracy 
quadrant is in the upper right, hierarchy is in the lower left and market quadrant is in the 
lower right. Figure 1 below shows the four cultures in the competing values framework.  
Figure 1: Four cultures of the Competing Values Framework 
 
 
 
 
 
 
 
 
 
Source: Cameron, K.S. & Quinn. R.E. (1999) Diagnosing and changing organizational 
culture: based on the competing values framework. Reading, Mass.: Addison-Wesley. 
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1. Clan Culture 
Teamwork, employee involvement and corporation commitment to employees are typical 
characteristics of Clan culture. This type of culture is similar to family-type organization. It 
was firstly observed in Japanese firms in late 1960s and early 1970s. Shared values and 
goals, cohesion, participativeness, individuality and a sense of we-ness permeated this type 
of organizations.  
The basic assumption of Clan culture is the environment can be best managed through 
teamwork. Also, customers are best thought of as partners, organization are to be a humane 
working environment, and facilitating employees in participation, commitment and loyalty. 
The culture gives people a sense of warmness.  
This type of organization is held by loyalty and tradition. It emphasizes long term benefit of 
individual development with good morale and high cohesion. In achieving success, they 
consider the internal climate and people the most. The culture allows a friendly place to 
work. People can share themselves meanwhile. 
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2. Adhocracy Culture 
Temporary, specialized and dynamic are typical characteristics of Adhocracy culture. 
Organizations have to be responsive to fast-changing world. Their goal is to foster 
adaptability, flexibility and creativity where the environment is uncertain, ambiguous and 
overloaded with information. 
The basic assumptions of the culture is that innovative and pioneering initiatives. This is 
also the way to success. They are preparing for the future and developing new products and 
services. Adaptation and innovation are thought to lead to new resources and profitability. 
Thus, creation of future, organized anarchy and disciplined imagination is very important.  
Risk-oriented, visionary and innovative leads the organizations ahead. Readiness for change, 
meeting new challenges and commitment to experimentation is the culture’s main focus.  
3. Market Culture 
This type of culture was popular in late 1960s. It features that the organization functions as 
a market itself. It is oriented towards external environment rather than internal one. 
Profitability, bottom line results, strength in market, secure customer bases are the main 
objectives of the organizations. Thus, the core value is competitiveness and productivity.  
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The basic assumption in market culture is that external environment is not benign but 
hostile. Consumers are choosy and interested in value. Moreover, the organization aims at 
increasing the competitiveness and driving toward productivity, results and profits. They 
have clear strategy and purpose for their goal. 
Market culture is a result-oriented workplace. The atmosphere is tough and demanding. The 
glue to hold the organization is by winning. Success is based on market share and 
penetration. They strive for outpacing the competition and being a market leader the in long 
term. 
4. Hierarchy Culture 
This type of culture is featured by formalized and structured place to work. Standard 
procedures and rules are guidelines for working. The smooth-running organization is 
maintained by leaders with good coordination. They concern the stability, predictability and 
efficiency of the organization. 
Weber (1947) proposed seven characteristics which became the attributes of bureaucracy, 
namely rules, specialization, meritocracy, hierarchy, separate ownership, impersonality and 
accountability. It was then popular in 1960s that hierarchy was the ideal form of 
organization.  
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In hierarchy culture, clear lines of decision making authority, standardized rules and 
procedures, accountability mechanisms are keys to success. These help achieve a stable, 
efficient organization. 
 
The characteristics of four types of culture are an important factor for the way to 
communicate in the organization. Underlying assumptions, shared values, organization’s 
working environment, goals of the organization and workers’ relationships within an 
organization can have great effects on the communication of the company, Rogers & 
Ferketish (1993), McPhee & Zaug (2001). Therefore, understanding the organizational 
culture profile is essential and prerequisite. 
In the next chapter, concept of communication will be illustrated in detail. It is also 
important to understand more about communication before analyzing of the relationship 
between organizational culture and communication. 
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CHAPTER THREE 
Communication 
3.1 Introduction 
Communication is the ability to transmit information to others, so that the information can 
be understood and a response is evoked. For communication to be successful, information 
must not only be passed on, but also understood and got action. In section 3.2, a review of 
definitions of communication will be given as a general understanding about what 
communication is. In section 3.3, importance of communication will be given for better 
understanding. In section 3.4, the concept of organizational communication will be 
described. Followed by that, in section 3.5 and section 3.6, direction of communication flow 
and communication relationships will be presented respectively. 
3.2 Definition of communication 
There are lots of definitions of communication. Yet, there is also no common agreed single 
definition. The following definitions are defined by some scholars. 
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Most of the literature considered communication as a process of exchanging information. 
Communication is the act of giving and receiving information to and from other people, by 
Burke & Bittel (1981). However, communication is seen as a process of understanding 
between both parties. Flippo & Munisingner (1975) thought communication is the process 
of affecting an interchange of understanding between two or more people. Rogers & 
Kincaid (1981) defined communication as a process in which the participants create and 
share information with one another in order to reach mutual understanding. To Robbins 
(1988), communication is the transference and understanding of meaning. 
Some academics defined communication more thoroughly in terms of organization. 
According to Paganowsky & Trujillo (1983), communication is the act of transferring, 
processing, and storing subsystem or environmental information, and organizations became 
information processing systems.  
Communication is not merely a simple mechanical exchange of information. It involves 
different parties and is affected by different perceptions. Communication plays an important 
role in achieving understanding and gaining cooperation between participants. Some 
academics have done researches on communication in different aspects and have given an 
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extensive role on communication. Craig (1999) identified seven main traditions in 
communication research: 
• Rhetorical – communication as the practical art of discourse 
• Semiotic – communication as the manipulation and study of signs 
• Phenomenological – communication as the study of the experience of others 
• Cybernetic – communication as information processing 
• Sociopsychological – the process of expression, interaction and influence 
• Sociocultural – symbolic processes that produce shared social and cultural 
understandings 
• Critical – a discursive reflection on moves towards understanding that can never be 
fully achieved, but the act of which is emancipatory 
One of the basic purposes of communication is to transfer information, Dawson (1992). 
Thus, for the purpose of this research, communication is defined as a process of transferring 
and sharing information to achieve a mutual understanding. 
3.3 Importance of Communication 
Communication is important in different aspects in an organization. Before going to 
investigate the relationship between communication and organizational culture, this section 
is going to give further elaboration and insight on the importance of communication.  
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Nowadays, construction projects are technically complex and schedule driven. It requires 
management and execution by highly skilled, task organized project teams. Thomas, Tucker 
& Kelly (1998) identified that effective communication is essential to the successful 
completion of engineering, procurement, and construction projects. During construction 
period, information is disseminated among the members of the organization. The project 
performance can be enhanced by effective communication, but also can be hindered by poor 
communication.   
Communication serves as a wide range of use in transmitting information and messages. 
Frost & Gillespie (1998) stated that communication is the most significant symbol of all 
transmission media because it carries all other symbols to the members of the organization. 
Having the capacity to take numerous forms, communication is central to the concepts of 
leadership, power, politics, planning, performance, change, and effectiveness within an 
organization.  
Communication could enhance the implicit aspects, like identity and relationship, of an 
organization. Wiesenfeld, Raghuram & Garud (1999) found that communication can 
strengthen member identification because it provides organization members with an 
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opportunity to create and share their subjective perceptions of the organization’s defining 
features, norms, values and culture.  
Communication is important an organization on the basis of message exchange. Downs & 
Adrian (2004) described that it is a process that many components interact together. Zack 
(1993) also agreed that communication helps create shared meaning because it creates a 
shared interpretive contact among organization members.  
Many literatures show that good communication can help the organization in many aspects. 
For example, Finnegan (2000) linked commitment to agreement with organizational values 
that should be communicated by top management. Clampitt & Downs (1993) found that the 
benefits of good internal communication included greater productivity, less absenteeism, 
improved quality of goods and services, reduced costs and increased level of innovation. 
For communications to be successful, the information must not only be passed on, but also 
understood and got implemented. Information, to the perspective of manager, is a piece of 
fact that can be put to use in making decisions and carrying out the management functions, 
Olson (1982) suggested. 
After considering the importance of communication, the researcher is going to identify the 
concept of communication within an organization in the next section. 
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3.4 Organizational Communication 
Communication is essential in an organization, as mentioned in previous section. This 
purpose of this section is to provide more on the concept of organizational communication. 
Organizational communication is a discipline with the modern study of the subject 
generally held to date from the late 1930s. Yet, there are different meanings of 
organizational communication. Clampitt & Downs (1993) cited from Redding and Sanborn 
(1964) that, organizational communication is simply defined as the sending and receiving of 
information within a complex organization. Andrews & Herschel (1996) cited the definition 
from Tortoriello, Blatt & DeWine (1978) that organizational communication as the flow 
and impact of messages within a network of interactional relationship.  
Goldhaber (1999) noted that organizational communication is the process of creating and 
exchanging messages within a network of interdependent relationships to cope with 
environmental uncertainty. Andrews & Herschel (1996) believed that organizational 
communication is a process that mutually interdependent human beings create and 
exchange messages, and interpret and negotiate meanings, while striving to articulate and 
realize mutually held visions, purposes and goals. 
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Tourish & Hargie (2004) gave a detailed description, which stated that it is a process that 
how people ascribe meanings to messages, verbal and nonverbal communication, 
communication skills, the effectiveness of communication in organizations, and how 
meanings are distorted or changed while people exchange messages in formal and informal 
networks.  
3.5 Direction of Communication Flow 
Many aspects of communication have been studied in the past literature. Direction of 
communication flow is seen as one of the major subjects of the researches. The researcher is 
going to review the literature in direction of communication flow. 
Recent literature supported by Clampitt & Downs (1993) as early as 1964 that, Redding and 
Sanborn (1964) perceived organizational communication to be included internal 
communication, human relations, management-union relations, downward, upward, and 
horizontal communication, communication skills and communication program evaluation. 
Katz & Kahn (1966) perceived organizational communication as the flow of information 
within the organization. Zelko & Dance (1965) perceived organizational communication as 
interdependently including both internal (upward, downward, horizontal) and external 
(public relations, sales, and advertising) communication.  
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Thayer (1968) referred to organizational communication as “those data flows that sub-serve 
the organization’s communication and intercommunication processes in some way”.  
Greenbaum (1971, 1972) perceived the field of organizational communication as including 
the formal and informal communication flow within the organization. He preferred to 
separate internal from external organizational communication and views the role of 
communication primarily as one of coordination of the personal and organizational 
objectives and problem-solving activities.  
Direction of communication flow in an organization is a major study in the organization 
communication. Different kinds of direction of flow are presented as follows. 
Downward Communication 
Downward communication means that the communication flows from the top level to the 
lower level of the company. Gibson & Hodgetts (1991) stated that this type of 
communication is able to provide instructions about the duties of the job and how to 
perform. It also gives information regarding the procedures, policies, and practices of the 
organization. It allows performance feedback to employees regarding how well they are 
doing. Also, it provides information that will convey a sense of mission and an 
understanding of corporate goals. 
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Downward communication processes information through two ways, oral and written. Oral 
communication includes face-to-face conversation, talking phones and gossiping…etc. Oral 
conversation allows quick and direct communication. However, there are pros and cons for 
this type of communication flow.  
Gibson & Hodgetts (1991) agreed that verbal communication offers immediacy. However, 
oral communication may only be transmitted to certain level of the organization, because 
serial distortion will affect the transmission. Besides, it will lead to over reliance on oral 
messages that lead to ignorance in written messages. On the other hand, written 
communication includes letters, e-mails, memos and circulation notices…etc. This offers a 
sense of formality and permanence. But, there is a lack of impersonality and a lack of 
immediacy between the sender and the receiver.  
Conclusively speaking, effective downward communication helps improve the 
organizational performance and increase the working effectiveness; though Andrews & 
Herschel (1996) identified that overloaded with downward messages could probably be a 
problem in downward communication flow. Therefore, management must focus on the 
upward communication as well. 
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Upward communication 
Upward communication means that the information flows from subordinate to the superior. 
This is a method of allowing the manager to know what is going on in the organization. It 
also serves as an attention to the social needs of the employees.  
According to Gibson & Hodgetts (1991), upward channels provide the feedback about the 
employees’ attitudes and feelings. It also suggested some improved procedures and 
techniques and new ideas for the company. It provides feedback regarding how well the 
downward communication system is working and how the goal attainment is achieved. This 
communication flow allows requests from subordinates for supports and assistance. Besides, 
it serves as a stronger involvement of employees with the organization and with their jobs.  
Upward communication is an information source and a form of employee motivation. 
However, Andrews & Herschel (1996) viewed that this channel is not used by most of the 
organizations extensively. It is because few managers know how to get and keep the 
channels open, while employees find it difficult to engage in upward communication that 
they are accustomed to receiving information, but not generating it. Another problem of 
upward communication is that information of the employees may be filtered out 
deliberately and innocently.  
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Literature found that what is communicated upward is different from what is communicated 
downward in an organization. Andrews & Herschel (1996) noted that issues of status, 
power, rank do form hesitate the upward communication. Subordinates may be reluctant to 
communicate negative feedback to their superiors.  
Horizontal Communication 
Gibson & Hodgetts (1991) suggested that it is a channel of communication between people 
on the same level of the hierarchy. It is essential in an organization that it is a method of 
coordinating interdependent units and departments. This also builds the social support of 
the organization. It allows socialization among the people and provides them a sense of 
belonging. Furthermore, it is a method of information sharing. It helps solve problems and 
conflicts resulting from misconceptions and communication distortion.  
Yet, some drawbacks from this kind of flow are found. Andrews & Herschel (1996) though 
that if specialization exists in an organization, horizontal communication may be prohibited. 
It is because they are skilful in their specialized task; horizontal communication may not 
help organizational goal achievement. Construction companies do not separate the 
professionals in different department. On the contrary, different professionals work together 
in the same project, thus, horizontal communication exists. 
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Diagonal Communication 
Another type of communication flow is diagonal flow. It occurs between people at different 
levels of the organization hierarchy and in different departments. Little research has been 
done in this communication method, thus less review is found about diagonal 
communication in an organization than the other three channels. 
Gibson & Hodgetts (1991) considered that diagonal communication could strengthen the 
open communication and participative management in a company. It facilitates the smooth 
operation of interdepartmental coordination. It saves time by transmitting information if the 
organization is large. Besides, just like horizontal communication, it also nurtures the 
organizational culture where cooperation is valued and internal competition is discouraged.  
 
In this research, we would focus on downward and upward communication. Horizontal 
communication always exits in an organization. Staff in construction companies must 
communicate among themselves within the same level of hierarchy. Therefore, without this 
communication method, the operation of a company cannot be effective. In addition, 
construction companies have many departments and project teams; the purpose of this study 
is not to testify the direction of communication between a large numbers of departments and 
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project teams, but within same department. Therefore, the researcher will focus on the 
downward and upward direction of flow in this study. Different directions of flow could 
indicate the communication relationship. It is important to know which direction dominates 
the communication flow of the organization. 
3.6 Organizational Communication Relationships 
The fundamental building block of every organization is the human relationship, regardless 
of the size or structure. Andrews & Herschel (1996) viewed that without good relationships, 
organizations cannot flourish. In this section, several kinds of relationships will be reviewed 
and the importance of organizational relationships will be emphasized. 
Relationship is crucial to the success of an organization. Clampitt (2000) thought that 
effective communication relationship is central to business success, and as such should 
form an integral part of the strategic planning process for all organizations.  
Past researches have proved the importance of good communication relationship, and that 
the supportive communication could enhance the relationship as well. Whetton & Cameron 
(1991) advocated that supportive communication for all sorts of communication 
relationships in organizations. They found that it could give a feeling of support, 
understanding, and helpfulness.  
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Information and messages exchange takes place among people in certain kind of 
relationship context. Each interaction affects the relationship by strengthening or weakening. 
The status of the relationship can affect the response to any message transfer, Downs & 
Adrian (2004). For example, negative relationship inhibits communication. In this part, 
several types of relationships will be introduced and illustrated. 
1. Coworker Relationship 
Co-worker relationship is very important in an organization. It is a relationship built up 
among the members of the same level in the hierarchy. Andrews & Herschel (1996) treated 
coworkers as valuable sources of information and social support. It enhances the morale, 
commitment and productivity of the workers. Clampitt & Downs (1993) also stated that 
relationships among coworkers affect both job productivity and job satisfaction. For 
example, it may be a signal of lack of teamwork when people often voice displeasure.   
However, there are disadvantages associated with this kind of relationship. Andrews & 
Herschel (1996) identified that there is a tendency for individuals to seek out those who are 
most similar to themselves, which means people only communicate with those who are 
familiar with themselves. The manager has to concern about how to encourage individuals 
diversify their participation in informal coworker communication.  
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2. Superior-Subordinate Relationship 
Apart from co-worker relationship, Andrews & Herschel (1996) suggested that this kind of 
relationship is very common. In this relationship, supervisors are structurally the most 
important communication links in the organization. Supervisors and subordinates is then a 
crucial point of audit. Klauss & Bass (1982) stated that interpersonal trust influences the 
quality, level, content and direction of communication. Trust determines how much 
credibility one person has with another. In addition, this kind of relationship determines 
message exchange, especially upward communication.  
This kind of relationship exists because of several reasons as Andrews & Herschel (1996) 
cited the reviews from Jablin (1979): 1) Superiors overestimate the frequency with which 
they actually communicate with their subordinates. 2) Superiors believe they communicate 
with subordinates more effectively than they actually do. 3) Subordinates believe that 
superiors are more open to communication than they actually are. 4) Subordinates believe 
that they possess more persuasive ability than superiors believe they do. 
3. Manager Relationship 
It is a relationship existed among the manager level. Subordinates may not be involved in it. 
Information like strategic development, mission and vision of the company may be 
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communicated. This relationship is limited to the management level, so that company’s 
development direction could be among them.  
The relationships among managers profoundly affect the organization’s communicative 
health. If one is going to improve organizational communication, one may need to assess 
the relationships among top managers.  
4. Unit Relationship 
Organizations succeed on the basis of coordination. Construction companies with different 
teams and departments, thus emphasize much on this type of relationship. Close 
relationship among the units could enhance the efficiency and effectiveness of information 
transfer. Therefore, managers and employees alike increasingly appreciate the importance 
of interdepartmental communication.  
5. Rules Governing Relationship 
In considering the communication relationships, it should be sensitive to the rules that 
dictate how, when and what people communication. Many communications is rule-
governed because people do not communicate in totally random and erratic ways. For 
example, the internal memorandum systems, e-mail system, intranet system, notice 
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board…etc. These serve as a common platform for transparent communication. Under such 
relationship, the communication pattern is rather systematic and structured.  
 
In this study, the researcher mainly focuses on the coworker, superior-subordinate and 
manager relationships. Construction companies usually have many project teams and 
departments. Structured hierarchy and rules have been set out over the years of engagement 
in the industry. Therefore, it is assumed that unit relationship and rules governing 
relationship exists and functions well in the companies.  
Good organizational communication is important to a company. Goldhaber (1999) defined 
organizational communication as relationship. He found that organization is an open social 
system. The networks through which messages travel in organizations are connected by 
people.  Human relationships within the organization are studied by focusing on the 
communication behaviour of the people involved.  
In addition, Hargie et al. (1999) summarized that problems caused by breakdowns in 
communication could lead to job dissatisfaction and stress, damaging strikes, operating 
losses and production line injuries.  
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CHAPTER FOUR 
Relationship between Organizational culture and Communication 
4.1 Introduction 
In the previous chapters, concept of organizational culture and communication has been 
discussed. In this chapter, relationship between organizational culture and communication 
will be reviewed. In section 4.2, the in-depth investigation of the relationship will be given. 
In section 4.3 and 4.4, reviews on the relationship between organizational culture and 
direction of communication flow, and the relationship between organizational culture and 
communication relationships will be presented respectively. Lastly, in section 4.5, the effect 
of the size of company on organizational communication and organizational culture will be 
presented. 
4.2 Organizational culture and Communication 
It is discovered in literature review that there are many effects of organizational culture to 
the organization. One of the most important effects is communication. Literatures have 
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different views on the effect. Cited in Schall (1983), Hall (1959) was straight forward to 
state that culture is communication and communication is culture.  
Geertz (1973) said that based on the values and beliefs of the organization, these 
organizational expectations are theorized to influence all organizational communication 
processes by becoming the context for assigning meaning to all that occurs. Both formal 
and informal in nature, cultural messages are exchanged in supervisor and subordinate 
interactions, in group meetings, in training programs, and in all forms of written 
communication.  
Pacanowsky & O’Donnell-Trujillo (1982) cited from Harris & Cronen (1979) that, as 
interacting participants organize by communicating, they evolve shared understandings 
around issues of common interest, and so develop a sense of the collective “we” of 
themselves when distinct social units are doing things together in ways appropriate to those 
shared understandings of the “we”. In other words, the communicating processes inherent in 
organizing create an organizational culture, revealed through its communicating activities. 
Organizations are accomplished communicatively. Pacanowsky & O’Donnel-Trujillo (1982) 
referred culture as a web that is the residue of the communication process. Pacanowsky & 
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O’Donnell-Trujillo (1982) construed that organization as places where people do things 
together, to the extent that what they do together involves communication. 
For strong culture perspective, Deal & Kennedy (1982) viewed communication that 
contributes to the construction of social realities and shared values as the core of culture and 
central to high organizational performance. Deal & Kennedy (1982) thought that 
communication functions to strengthen an organization’s culture.  
Schall (1983) described in detail how communication plays an important role in culture. 
People interact by exchanging messages by meaningful symbolic transactions through 
verbalizations, vocalizations and nonverbal behaviours, which is communication. After 
repeated use, meanings were initially negotiated become accepted. The behaviour that 
reflects the meanings becomes patterned, and the patterns assume generalized meanings for 
interactors.  The patterns reflect and reinforce the values and beliefs of the interactors 
complying with them. Meaningful behaviour patterns are passed on to others who enter the 
interaction context, through modeling, instruction and correction. Thus, descriptive patterns 
of behaviour and meanings become prescriptive, and interaction rules develop that are 
shared by the initiated. Organizations have been considered communication phenomena, 
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that is, entitles developed and maintained only through continuous communication activity 
among participants.  
The significance of communication and culture has been also underscored by Schein (1984) 
who contended that culture is embedded and transmitted through both implicit and explicit 
messages such as organizational culture and organizational communication activities. 
Gudykunst, Stewart & Toomey (1985) considered communication behaviour is the primary 
vehicle for the creation and maintenance of cultures. Organizational culture is not reduced 
to an entity defined by organization type, size, productivity or satisfaction levels, but is 
defined in shared interaction patters (i.e. communication). 
Cooke & Rousseau (1988) believed that in organization, the patterns of activities and 
interactions that members observe and carry out (including decision making and 
communication) constitute major elements of the system’s structure, making structure itself 
an important culture-bearing mechanism in organizations. Communication in such forms as 
stories, rumors, reported events, and role expectations convey normative information about 
the appropriateness and desirability of behaviours. 
Shockley-Zalabak & Morley (1989) said that the interrelatedness of communication and 
culture has been attested to in a variety of ways. Numerous researchers had constructed 
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their relationship.  Most of them agreed that central to the notion of organizational culture 
are the complex communication processes in which organizational members engage. They 
continued that organizational value systems help organizational members to understand 
what the organization holds as important and how the unique sense of the place should 
influence their personal decision making and behaviour. Shockley-Zalabak & Morley (1989) 
proved in their study that once a person becomes a member of the organization, the values 
and beliefs held in common by organizational members are communicated through thematic 
rules and a variety of processes. 
Every organization manages themselves with a clear vision and goal. Subordinates are 
encouraged to strive towards the vision and goal. Rogers & Ferketish (1993) said in order to 
achieve it; they have to know how the vision and goal is achieved. The way they act is 
determined by values. Values are the attitudes, mind-sets, and beliefs that determine how 
work is done and how people communicate. Values determine the behaviour of the people. 
In other words, every organization’s culture is based on the shared values reflected in the 
behaviour of people at every level. Meanwhile, Rogers & Ferketish (1993) thought that 
values develop from communications of people.  
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Eisenberg, Murphy & Andrews (1998) suggested the relationship between communication 
and organizational culture as follows: 
1. Communication creates and recreates organizational reality. 
2. Meaning is constructed in local, social, and historical contexts – that is meanings 
can be different for different organizational members, they are located in the public 
dialogue among organizational members, and are influenced by past meanings.  
3. Different groups and individuals in organizations construct their view of the 
organization and its activities differently. Each of these alternative interpretations is 
an ongoing negotiation of those realities; and all interpretations are valid for the 
organizational members who hold them. 
4. Communication in an organization is constrained by the prior reality and also shapes 
the existing reality.  
Communication in the organization is not confined to messages within particular 
stakeholder group, but with all. It also is devoted to socializing new members in the 
organization, controlling the organization, coordinating works and positioning the 
organization within the society, McPhee & Zaug (2001). 
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The intersection of organizational culture and communication is central to the role as an 
organizational member. In organizations, communication functions both as the instrument 
that operationalizes and as a means of interpreting it, stated by Mills, Boylstein & Lorean 
(2001).Thus, the communicative role as an organizational member is central to both the 
emergent nature of the organization and its culture.  
The link between organizational culture and communication becomes salient when 
employees or managers want to change something about the organization.  Employees 
across many levels frequently report that communication is an issue in their organization, 
Sobo & Sadler (2002). Despite this awareness, communication is often taken for granted 
and simultaneously lauded as being responsible for achieving organizational goals or 
blamed as the root of organizational problems. Given the role of organizational 
communication in developing and sustaining organizational culture, developing an 
understanding of organizational culture will help you achieve your personal and 
professional goals, and influence organizational goals.  
Sufficient literatures have shown that the significant relationship between organizational 
culture and communication. In the following section, relationship between organizational 
67 
Chapter 4 Relationship between organizational culture and communication 
culture and communication will be discussed in two aspects, direction of communication 
flow and communication relationship. 
 
4.3 Organizational culture and Direction of Communication Flow 
Direction of flow in the company is one of the determinants for the effectiveness and 
efficiency of information transfer. The direction of flow and organizational culture is 
interrelated. In the following, further explanation will be given. 
Organizational levels and goals help determine managerial communication needs. Gibson & 
Hodgetts (1991) stated that three managerial levels in an organization, top, middle and low 
are considered. Top managers are the most interested in developments in the external 
environment and the ways in which these can be used to formulate strategies for the 
enterprise. Middle managers are most concerned with taking top management directives and 
seeing that they are translated into specific actions. Lower levels of members are the most 
concerned with seeing that particular goods and services are produced. As a result, each has 
a need for specific types of information.  
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Gibson & Hodgetts (1991) suggested that the communication needs of three levels of 
management can be differentiated on the basis of objectives. Upper levels of the hierarchy, 
management focuses on overall enterprise objectives, such as return on the investment and 
growth. Middle levels of the hierarchy require information like shorter range objectives like 
financial operations. The lower level of the hierarchy needs typical information such as 
daily working instructions and guidelines. 
 
4.4 Organizational culture and Organizational Communication Relationships 
Hershey & Kizzier (1992) described that closed communication channels as a situation in 
an organization where employee communications are expected to follow designated lines of 
command, which is employee to supervisor to manager.  
Different relationship among the workers can be found in different culture types, Cameron 
& Quinn (1999).  Relationship among workers is harmony and family-liked, this type of 
culture, clan culture, could then have effective information transfer. If it is in adhocracy 
culture, the relationship among the workers is not close. Therefore, the efficiency of 
communication will be lower. Besides, the frequency of information transfer among the 
workers is not much as well. 
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4.5 Organizational Culture and Size of the Company 
Being an open system in the construction industry, organizational communication of the 
companies is influenced by many factors. One of the factors is the size of the company. Size 
of the company could be a factor affecting organizational culture.   
 Company size is one of the factors affecting the organizational communication. Andrews & 
Herschel (1996) suggested that organizational communication is influenced by the realities 
of hierarchy. Yet as organizations have fewer hierarchical layers, the communication 
challenges have changed. In hierarchy culture, this phenomenon will be dominant. 
Gibson & Hodgetts (1991) also suggested that organizational size affects the 
communication needs. When the size of the company is small, members of the company 
could directly communicate with one another.  Informal channels are widely used in 
sending and receiving information.  
As the organization grows, the need of information tends to increase. When the size is large, 
more attention has to be given to the clients and more connection has to be made between 
different parties. Besides, the company should also know more about the market 
information, administrative support for facilitating operations.  
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In times of large size of the organization, formal channels begin to dominate, rather than 
informal one. For example, written communication in the form of memos and reports begin 
to replace the informal face-to-face discussions. More rules, policies, and procedures are 
now developed in an effort to keep everyone working in the same direction. The size of the 
company could lead to different organizational culture, which in turn affects the 
communication. 
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CHAPTER FIVE 
Methodology 
5.1 Introduction 
In this chapter, the focus is to state the methodology for achieving the objectives of this 
study. Firstly, the overview of the methodology will be presented in section 5.2. Detailed 
explanation of the methodology will also be stated in section 5.3. Then in section 5.4, the 
choice of sample will be explained, followed by the details of data collection in section 
5.5. An illustration of research instruments will be presented in section 5.7. Lastly, the 
method of analysis will be given in section 5.8. 
5.2 Rationale of Methodology 
The purpose of this research is to establish an understanding of the relationship between 
organizational culture and communication. This helps the organizations to achieve better 
management. Many researchers agreed that culture plays an important role in an 
organization. However, there are different views on the use of research approach. Ng 
(1995) suggested that qualitative approach can produce rich contextual information but 
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cannot involve large amount of samples due to limited time; while quantitative approach 
can just produce shallow contextual information but involve large amount of samples. 
Therefore, it is better to integrate the two approaches in examining the relationship 
between organizational culture and communication.  
However, quantitative approaches cannot generate information to fully describe the 
organizational culture and communication. It can only tell the general issues, but not the 
unique one. Schein (1984) suggests that only qualitative methodologies, such as in-depth 
interviews and long-term ethnographic investigations reveal the true culture of an 
organization. Hofstede et. al (1990) also found that organizational culture are quantifiable 
and can be meaningfully described using  dimensions.  
Practically speaking, qualitative approaches are time consuming and difficult to compare 
among organizations. Culture is rather conceptual. It is difficult for respondents to 
express and for researcher to conclude. While Tucker et. al. (1991) suggests that 
quantitative approaches can maximize the value of precision, systematization, 
repeatability and comparability.  
Due to the time limitation and the ease of comparison, quantitative methodology is used 
in this research. Questionnaire will be selected as a comprehensive means to diagnose 
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organizational culture and communication.  Detailed explanation of the use will be given 
in the later sections.  
5.3 Selection of Methodology 
Using questionnaire as a method of collecting data, there are several reasons for it. Firstly, 
the primary advantages are efficiency, large sample size and cheap costs. The distribution 
of questionnaire can be done by sending to the respondents at one time. Then the 
questionnaire can be collected in the same time frame. Thus, it can achieve the efficiency 
of the research. Besides, the number of respondents depends on the sample size. The 
larger the sample size, the more the respondents you need. Therefore, questionnaire 
allows having a larger sample size. Furthermore, it is cheap in the sense that it is 
inexpensive to produce large amount. Also, there is no need to visit the respondents one 
by one. It saves a lot of time as well as transportation cost. 
Secondly, quantitative method is more suitable to collect opinions of organizational 
culture than qualitative method. This study has to collect views from respondents in order 
to analyze the culture profile. It will be easier to answer the questionnaire based on the 
underlying assumptions and values of the respondents. Besides, Hofstede et. al. (1990) 
agreed that values are conceptual and implicit. It would be difficult to express in terms of 
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qualitative method. Researcher also finds this hard to analyze the result and to make a 
conclusion. Thus, quantitative approach is more appropriate and comprehensive to collect 
clearer views. 
However, there are some limitations of using questionnaires. The problem of low 
response rate may be encountered. Though the sample size may be large, it would be less 
reliable if the response rate is low. Another problem is the misinterpretation of questions. 
It is obvious that the result will be inaccurate and less reliable if the respondents interpret 
the questions wrongly. Also, response bias may be a shortcoming of questionnaires. 
Different people have different values or views. Therefore, the result or the rate may vary.  
Besides, Schein (2004) claimed that people tend to resist and hide data that they feel 
defensive or they want to impress the researcher in a good sense. Questionnaire, being a 
uni-directional nature of collecting data method, is not a good method to generate a deep 
understanding of the organizational culture and communication. Qualitative methods, e.g. 
interview may supplement this weakness.  
In order to have a reliable questionnaire, the above problems can be improved by the 
following methods. Firstly, we may ask for consent from the target companies before 
sending the questionnaires and attached a stamped return envelope to secure the response 
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rate. Secondly, the questionnaire can be set in a clear and easy understanding way. 
Several questionnaires can be sent for testing and judging before sending to the whole 
sample size.  
In addition, according to Fellows & Liu (2002), quantified results and conclusions could 
be derived from evaluation, with the literatures and the analyses of the data yield. 
Quantitative method can be used to collect opinions from the construction companies, for 
getting a collective value of an organization to analyze the cultural type.  
Thus, questionnaire is used as a quantitative method in this research.  Questionnaires will 
be divided into three parts, namely Organizational Culture Assessment Instrument, 
International Communication Association Audit and the demographic part. It will be sent 
to the target group, asking them about their values on organizational culture and the 
communication in order to further explain the relationship between them. In the following 
sections, descriptions of deciding the research sample and data collection method will be 
illustrated.  
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5.4 Research Sample 
In order to measure the relationship between organizational culture and communication in 
the construction industry, it is identified that construction companies are to be the 
considered first. Building contractors are our focus of this study. Therefore, the sample 
for this study consisted of the construction companies listed from the Approved 
Contractors for Public Works from Environment, Transport and Works Bureau. There are 
157 targeted companies under the Buildings category of the List. For reference of the 157 
targeted companies, please refer to Appendix 7.  
The reason for choosing these companies is that they are under the same category of the 
government’s works. In order to have fair result for the analysis, the target group should 
have certain common features. Since the 157 targeted companies are under the same list 
in government public work, all of them have been doing building construction, which is 
suitable and related to our research objectives. In this research study, 50 construction 
companies are randomly selected from the List.   
Different members of the organization can complete the questionnaire. This allows the 
result to be more comprehensive. Besides, different levels of members have different 
opinions towards the values of organizational culture as well as the dimensions of 
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communication. Ten questionnaires with covering letter and stamped envelope will be 
sent to these companies. They are asked to return by mail or by e-mail. 
5.5 Data Collection 
The underlying values and assumptions of organizational culture are shared within the 
organization. Therefore, when identifying culture profile, it is needed to collect more data 
from an organization, rather than just an individual from an organization. It is also 
referred to what Hofstede (2001), that a collectivity of opinions is required for identifying 
culture. Otherwise, the identified culture cannot be regarded as one representing the 
whole organization, as individual opinions are just their own values. 
The data collection is not limited to a particular organization. Employees at any levels of 
the organizations are surveyed in order to give a comprehensive view of the culture types 
and dimensions of communication. Besides, different positions may have different 
opinions and values to the organization. In order to have a wide scope of view collected 
from the organization, data can be collected from different positions.  
Before sending the questionnaires, it is needed to concern the problem of non-response. 
Therefore, it is necessary to contact the target companies in advance, asking for their 
permission. It is to ensure that they are available for answering the questionnaires and 
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returning the responses to us. Ideally, giving the questionnaire in person is a good method. 
Yet, it is unable for researcher to explain the purpose and the details of the questionnaire, 
as there are large amount of questionnaires being sent to different spots. Another better 
method is to send by mail. Convenience is very important to the respondents. Attached 
will be an accompanying letter regarding the objectives of questionnaire and a stamped 
return envelope. Furthermore, questionnaires will be set in an organized and easy-
understanding way. Respondents could be able to finish the questionnaire in an effective 
way. 
5.6 Layout of Questionnaire 
In the questionnaire, a covering letter is attached for explaining the purpose of the 
questionnaire and giving a brief for answering it. Keeping the data privacy will be stated. 
Besides, return and contact method of the questionnaires to the researcher is given as well. 
Appendix 1 shows the covering letter for the questionnaire survey. 
The questionnaire is divided into three parts. The first part is to investigate the 
organizational culture profile of the construction companies in Hong Kong. The 
Organizational Culture Assessment Instrument was used in this part of the questionnaire. 
It is for identifying the companies into one of the four types of organizational cultures as 
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mentioned by Cameron & Quinn (1999). Please refer to Appendix 2 for the layout of part 
one of the questionnaire. 
The second part is to measure the direction of communication flow and communication 
relationships. International Communication Association Audit will be used as our 
instrument. 32 questions are divided into four sections for assessing the companies’ 
different dimensions of communication. For the layout of part two of the questionnaire, 
please refer to Appendix 3. 
The third part is a demographic section for asking some company profiles and some 
information of the respondents, for example, years of engagement in construction 
industry, numbers of employees in the company…etc. These data will be used for 
analysis and classification in later section. Appendix 4 shows the layout of part three of 
the questionnaire. 
5.7 Research Instruments 
Several instruments are used in this research for assessment. In the section, 
Organizational Culture Assessment Instrument (OCAI) will be explained for assessing 
organizational culture, The International Communication Association (ICA) Audit will be 
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explained for assessing the different dimensions of communication. Finally, a 
demographic section is explained for its function. 
5.7.1 The Organizational Culture Assessment Instrument 
Organizational culture assessment instrument (OCAI) is used to diagnose the type of 
organizational culture profile of the construction companies, under the Competing Value 
Framework. This will be in the first part of the questionnaire. The instrument is in the 
form of a questionnaire that requires individuals to respond to statements of six 
dimensions. The instrument has been found to be both useful and accurate in diagnosing 
important aspects of an organization’s underlying culture. This part of the questionnaire 
will try to identify the organizational culture profile of the construction companies, 
according to Cameron & Quinn (1999), from the four organizational culture profiles. The 
following paragraphs explain why this framework is used. 
Firstly, the framework is conclusive and comprehensive. There are different dimensions 
in culture. It is difficult to assess and analyze culture, as Cameron & Quinn (1999) said 
that culture comprises a complex, interrelated, comprehensive and ambiguous set of 
factors. Also, it is possible to describe culture from wide scope and different aspect, a 
conclusive framework is essential for diagnosing.  As Berg & Wilderom (2004) 
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mentioned, the dimensions of organizational culture must cover a broad scope of culture 
construct. Thus it is hard to include all the factors and dimensions for diagnosing and 
assessing the organizational culture.  
Competing Value Framework is useful in assessing important aspects of an organization’s 
underlying culture and in predicting organizational performance. There are many other 
frameworks or methods in diagnosing and assessing organizational culture. Not all of 
them are assured for accurate and correct. It is because the reliability in analyzing culture 
depends on the sufficiency of empirical data, their validity and if it is able to include most 
of the dimensions.  
Competing Value Framework are found to be integrated as it can provide a consolidated 
dimensions and attributes of culture. Besides, many researches have used this framework 
before. It is regarded as useful in analyzing the culture with strong conceptual validity. It 
also provides a systematic way to assess and outline the profile of the culture, as well as 
the changing process over time.  Maloney & Federle (1993) have also identified this 
framework to be useful in presenting organizational culture differences between units 
within one organization and between organizations.  
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Furthermore, Al-khalifa & Aspinwall (2000) considered the method of presenting data by 
the framework is innovative and unique. Its results can be easily interpreted from data and 
as a whole for the organization. The framework can also be used as a basis for assessing 
the organizational change.  
One of the major reasons for using Competing Value Framework is that six dimensions 
are assessed for diagnosing the culture profile of a company. A company’s culture profile 
is based on underlying assumptions and value. They are all implicit in nature. Base on 
this framework, the six dimensions can reflect the company’s culture value and 
underlying assumptions of the organizational daily operations. The six dimensions 
include dominant characteristics, leadership style and approach, management of 
employees, organizational glue, strategic emphases and criteria of success.  
In the first part of questionnaire, 24 questions are set based on the Organizational Culture 
Assessment Instrument. Cameron & Quinn (1999) validated OCAI as an organizational 
culture instrument. The six dimensions of organizational culture will be addressed. In this 
part of the questionnaire, a five-point Likert scale is used, instead of the one applied by 
Cameron & Quinn (1999). Reasons of this will be explained in section 5.7.1.1. This part 
of the questionnaire can be referred to Appendix 2. 
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Participants of the questionnaire survey are instructed to give true information for the 
company. The information will be reflected as the underlying assumptions and values. 
Every respondents of the company are encouraged to answer as it is not a test for their 
company culture. It is expected to generate the most genuine side of the company culture. 
5.7.1.1 Scaling Method 
The scaling method mentioned in Cameron & Quinn (1999) is not used in this 
questionnaire survey. This scaling method is to divide 100 points among the four 
statements in each dimension on the extent to which each statement is similar to the 
organization. A higher number of points can be given to the most similar statement of the 
organization. Also, ratings of the current and preferred situation of the organization are 
required in Organizational Culture Assessment Instrument. The intents are to identify the 
organization’s current culture and identify the thought of the members of the organization 
in matching the organizational culture and future demand of the environment to be faced 
by the company. 
The reason why the scaling method mentioned in Cameron & Quinn (1999) is not used in 
this research is that the intent of the study is only to identify the current organizational 
culture profiles of the construction companies. Since the research does not aim at 
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identifying the preferred culture profile for the construction companies, there is no need 
to incorporate ratings of the preferred situation of the organization in Organizational 
Culture Assessment Instrument. Furthermore, as there are 50 construction companies 
participated in this research, it is hard to set so many higher number of points for the most 
similar statements for all companies in rating the scale. Besides, the researcher does not 
know the organizational culture of the construction companies when setting up the 
questionnaire survey. Therefore, it is unfair and inappropriate to set a higher number of 
points for the most similar statement of the organizations beforehand. As a result, an 
alternative rating scale is needed for this part of the questionnaire survey. 
Five-point Likert rating system is used in the survey. Each of the questions is arranged 
according to this rating system.  Respondents can indicate how strongly he agrees with 
the statement. It is commonly used in research. It encourages the respondents to make a 
choice and assess his intensity with numbering. Respondents are asked to rate their 
preferences. The higher the rate, the higher degree of certainty will be the statement. 
Scale can show the order of responses and determine the respondents’ degrees of 
agreement with the statement, according to Bell (1993).  
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The scale are set by numbering as numerical value can give certain kind of judgment, 
Oppenheim(1996). Odd-number scale allows neutral position to the statement, while 
even-number scale forces respondents to make decision toward a direction, Bell (1993). 
In order to have flexible choice for the respondents, odd-number scale is used so that they 
can have a neutral option.  In this study, five-point Likert scale is used for answering the 
questionnaire.  
The answers are set from 1 to 5. Argyrous (2000) stated that ordinal level of measurement, 
in addition to the function of classification, allows cases to be ordered by degree 
according to measurements of the variable. Thus, the respondents have to make a ranking 
to the statement. These are all ordinal data. 
For each questionnaire, the total score of the questions will be added up. After that, 
plotting the corresponding score into the chart will enable to show the prevailing 
organizational culture profile. Besides, adding up the corresponding score of the 
questions according to the culture dimensions, the detailed picture of the organizational 
culture of the company can be traced out.  
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5.7.2 The International Communication Association Audit 
International Communication Association Audit is a package of instruments used in the 
assessment of employee’s perceptions of communication processes in their organization. 
It is one of the most comprehensive attempts to measure all aspects of an organization’s 
communication system, Clampitt (2000). It was developed by the International 
Communication Association during 1971 to 1976, under the leadership of Downs (1988), 
Goldhaber & Rogers (1979).  
ICA Audit is used for several reasons. Firstly, it is comprehensive. It acts as a practical 
analytical tool for diagnosing communication within a variety of environments. It is 
useful because it is adaptable to different settings. The questions in the audit are standard 
but flexible for using in different organizations. They can all generate reliable results. 
With the standardization of the questions, comparison between organizations is possible, 
suggested Goldhaber (1999). 
Sampson (2005) also agreed that the ICA Communication Audit was designed to provide 
organizations with reliable, factual data about their internal communication. This allows 
comparability with similar companies.  Its strength lies in the expertise, effort, time, and 
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care that have gone into the creation and validation of its instruments and procedures. The 
ICA Communication Audit uses both computerized analysis and feedback procedures. 
Apart from that, Goldhaber (2002) said that the ICA Audit has been chosen by academics 
usually due to the ease of development, administration and interpretation.  It is widely 
used in that it provides reliable and valid measurement of communication. Tourish & 
Hargie (2004) thought that it allows the researcher to control the focus of the 
questionnaire, large number of respondents to be surveyed and a benchmark rating scores 
for various aspects. Only drawback is the limitation of gauge the deeper level thoughts 
and feelings from the respondents. As it enables to identify the communication 
relationships and problems within the company, in this research, the ICA Audit fits the 
needs to carry the survey. 
In the ICA Audit questionnaire, there are 122 questions, which are divided into eight 
scales. However, in this research, only 32 questions will be asked and they are divided 
into four scales. The four scales are “Amount of information needed and actually 
received”, “Amount of information sent and actually sent”, “source of information”, and 
“Organizational communication relationships”. These four scales are able for compare 
and reflect the direction of communication flow and the communication relationships, 
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which is one of the objectives of this research. Appendix 3 will show this part of 
questionnaire. 
The meaning of the four scales is now illustrated. Rubin, Palmgreen & Sypher (1994) 
agreed that for the first scale, “information received” refers to the types of information an 
employee may receive within an organization. For the second scale, “information sent” 
includes the items that are sent out in form of reports, complaints or requests for more 
information. For the third scale, “sources” indicate where the information comes from. It 
gives respondents an opportunity to indicate the likelihood of receiving information from 
the other staff. For fourth scale, organizational communication relationships examine the 
individuals’ perceptions of the quality of relationships they have with coworkers.  
In the first three scales, “Amount of information needed and actually received”, “Amount 
of information sent and actually sent” and “Source of information”, their questions are set 
into two perspectives. One is the perception before communication takes place; another is 
the perception after the communication takes place. The two perspectives give a measure 
of employee’s need for various communication functions. By subtracting the perception 
after and before the communication takes place, the difference between these two 
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represents the satisfaction of the communication process.  Therefore, this figure also 
reflects the direction flow of the communication. 
For the fourth scale, “Organizational communication relationships” tried to identify the 
relationship among the staff in the company. This section is used for assessing if the 
relationship is enhanced through the communication and how communication affects their 
relationships.  
5.7.2.1 Scaling Method 
In this section of the questionnaire, the respondents are asked to give a rating of “Amount 
of information needed and actually received”, “Amount of information sent and actually 
sent”, “Source of information”, and “Organizational communication relationships”. Five-
point Likert scale is used for uniformity. The higher rating means the higher degree of 
satisfaction from that communication process. The ratings are divided into two time 
frames, which is before and after the communication process. For each questionnaire, 
comparison will be made in the two time frames. The rating before the communication 
process will be subtracted from the rating after the communication process. A difference 
will be resulted between the two. Then the direction of communication flow and 
communication relationship will be resulted finally. 
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5.7.3 Demographic Section 
In the third part of the questionnaire, information of “years of engagement in construction 
industry”, “total number of employees of the organization”, “contract sum amount” will 
be set in the questionnaire. These questions are used to distinguish the construction 
companies into different groups. According to the different classification, the comparison 
of culture profile of these companies can be found. For this part of questionnaire, please 
refer to Appendix 4. 
In the questionnaire, an effort will be put to see, for example, the effect of different size 
of companies on organizational culture as mentioned in section 4.5. Effects of years of 
engagement in construction industry and contract sum amount on the organizational 
culture are also tested. Information obtained in this part of questionnaire will be used for 
further analysis together with other data of the questionnaire. The third of part of the 
questionnaire generally can help to examine the relationship between organizational 
culture and communication under different classifications. 
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5.8 Experimental Design 
After collecting the data from questionnaires, analysis will be made by Statistical Package 
for the Social Sciences 11.0 (SPSS 11.0). In the questionnaire, answers of the questions 
are designed to range from 1 to 5. Respondents are required to make a ranking in 
answering. Thus, these data are in ordinal nature. 
The ordinal data can be used for three analyses for achieving the research objectives. The 
first one is to classify the construction companies into four types of organizational culture 
and then make a comparison between the years of engagement in construction industry, 
the sizes of their companies and their project contract sum.  
The second one is to test if there is significance difference of “amount of information 
needed to receive” and “amount of information received currently”, which will show if 
the communication flow is dominated by downward or upward. Also, test will be done to 
show the organizational communication relationships within the construction companies. 
The third one is to test if there is significant relationship between organizational culture 
and direction of communication flow, and relationship between organizational culture and 
organizational communication relationships. Relationship between dimensions of 
organizational culture and communication will also be testified. 
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5.8.1 Analysis 1 
Firstly, the OCAI scores collected from the 100 respondents will be sort into different 
dimensions of culture and types of culture. Then it will be added up to see the consistency 
of the scores between the respondents in a company. After adding up the scores of all 10 
results from each company, the results will be taken a mean. Therefore, the overall 
culture profile will be generated with the overall scores for each culture dimension and 
each culture type. A sample of table reflecting the overall culture profile with culture 
dimensions and culture type. 
 Table 1: Sample of table reflecting the overall culture profile 
 with culture dimensions and culture type 
 Average Score 
Six Elements of OC Clan Adhocracy Market Hierarchy 
Dominant Characteristics - - - - 
Organizational leadership - - - - 
Management of Employees - - - - 
Organizational Glue - - - - 
Strategic Emphases - - - - 
Criteria of Success - - - - 
Overall OC Profile - - - - 
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After generating the overall organizational culture profile for the construction companies, 
it is needed to testify the significance difference among the four culture types. This is to 
ensure that the dominant culture type in the construction companies is significantly 
different from other culture types. In choosing the method of examination, we have to 
identify the number of samples, type of data, and nature of data. In this test, the data are 
of two samples, independent samples and ordinal data. This test is to be done by One-way 
Analysis of Variance (ANOVA) with the help of SPSS (11.0). One-way ANOVA is used 
under the assumption that the scores are independently from one another. Table 2 (a) 
below shows the choice of test.  
Table 2 (a): Choosing a test for comparing the averages of two or more samples of scores 
from experiments with one treatment factor.
 
 Experimental Design
Type of data Between subjects (independent samples) 
Nature of data Ordinal 
Number of samples Two samples 
Test One-way ANOVA 
 
 
 
 
Source: Gray, C.D. & Kinnear, P.R. (1998), SPSS for Macintosh made simple. Hove, 
East Sussex: Psychology Press. 
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After generating the overall organizational culture profile, then the results will be taken 
for comparison between their years of engagement, size of company and the project 
contract sum. After checking the consistency from the respondents within a company, the 
data will be put into the SPSS (11.0) for analysis. Finally, relationship between their years 
of engagement, size of company and the project contract sum can be found according to 
different types of organizational culture. 
In analysis 1, the overall culture profile of the construction companies is presented and 
diagnosed. After that, the analysis will further go into three comparisons. The 
comparisons are discussed according to different years of engagement, different size of 
the company and different project contract sum. This classification allows seeing whether 
certain type of culture will be stronger among the four culture types. In this part, 
companies are classified into two groups for further investigations.  
The first diagnosis is about the years of engagement in construction industry. It is 
believed that companies with longer years of engagement have a different dominant 
culture with companies with shorter years of engagement. It may be due to the values 
established in different times, which may be affected by many factors, like economic 
situation and organizational management and other external factors. In this section, it will 
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demonstrate the different dominant culture established in different period of time. Groups 
are classified into two: 1) Years of engagement more than or equal to 30 years. 2) Years 
of engagement less than 30 years. 
The second diagnosis is about the size of the company. The size of the company is 
represented by the number of workers in the company. Test will be carried out to see if 
there is significant difference between companies with different number of employees. As 
a company with more employees, the beliefs and assumptions underlying may be 
different from the companies with less employees. It may be due to closer relationship 
with each other and different communication method in different companies. This section 
will again classify the companies into two groups: 1) Total number of employees in the 
company more than or equal to 500. 2) Total number of employees in the company less 
than 500. Test of significance will be done to show the result. 
The last diagnosis is about the project contract sum. The contract sum indicates if the 
company is handling a project in large scale or small scale. Difference in the dominance 
of culture between two types of company is questionable. Investigation is going to test if 
there is significance in between. Test of significance will be done. The companies are 
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classified into two groups: 1) Contract sum of more than 1 billion. 2) Contract sum of less 
than 1 billion. 
In order to have a better insight of the result of the three investigations, table 3 (a) shows 
a sample layout of the scores obtained between two groups according to 6 dimensions. 
Table 3 (a): A Sample Table of Scores for the OCAI of the Two Groups
 Average Score 
6 Elements of OC Clan Adhocracy Market Hierarchy 
Dominant Characteristic     
Group 1 - - - - 
Group 2 - - - - 
sig. - - - - 
Organizational Leadership     
Group 1 - - - - 
Group 2 - - - - 
sig. - - - - 
Management of Employees     
Group 1 - - - - 
Group 2 - - - - 
sig. - - - - 
Organizational Glue     
Group 1 - - - - 
Group 2 - - - - 
sig. - - - - 
Strategic Emphases     
Group 1 - - - - 
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 Group 2 - - - - 
sig. - - - - 
Criteria of Success     
Group 1 - - - - 
Group 2 - - - - 
sig. - - - - 
Overall OC Profile     
Group 1 - - - - 
Group 2 - - - - 
sig. - - - - 
 
 
 
 
Test of significance is used to test the above hypothesis if there is any difference between 
two groups when having a dominant culture type. As there are many tests of significance, 
it is needed to understand which and why a particular test is used.  
First of all, the nature of the data should be known. According to Gray & Kinnear (1998), 
data are classified into three types. Interval data are data which are measurements on an 
independent scale with units. Ordinal data are data consisting of ranks or of sequencing 
information. Nominal data are data which are records of qualitative category membership.  
After identifying the nature of the data, it is then to recognize the independence of 
samples. An independent sample of data has no basis for pairing the scores in one sample 
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with those in the other. While in related sample of data, it has substantial relationship 
between the two sets of data.  
Lastly, the distribution of the data in the sample should be known. Data with normal 
distribution should use parametric test, while data does not make specific assumptions 
about the distributions, non-parametric test should be used.  
In the three diagnoses mentioned just now, Kruskal-Wallis H test will be used for testing 
the significance relationship between the culture type and the years of engagement, size 
and project contract sum of the construction companies. Kruskal-Wallis H test is used for 
testing difference among three or more independent samples. The data has to be in ordinal 
and random in nature. It does not require assumption about the shape of the underlying 
distribution. Further illustration and explanation of the use of Kruskal-Wallis H test will 
be presented in the next chapter. Table 2 (b) shows the table of choosing a test. It 
describes the types of test that are applied according to the types of data, the 
independence and the number of samples. 
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Table 2 (b): Choosing a test for comparing the averages of two or more samples of scores 
from experiments with one treatment factor
 Experimental Design
Type of data Between subjects (independent samples) 
Nature of data Ordinal 
Number of samples Three or more samples 
Test Kruskal-Wallis H test 
 
 Source: Gray, C.D. & Kinnear, P.R. (1998), SPSS for Macintosh made simple. Hove, 
East Sussex: Psychology Press. 
 
Having generated the organizational culture profile for the construction companies 
according to the three classifications, it is needed to testify the significance difference 
among the four culture types. This is to ensure that the dominant culture type in the 
construction companies is significantly different from other culture types. In choosing the 
method of examination, we have to identify the number of samples, type of data, and 
nature of data. In the test, the data are of two samples, independent samples and ordinal 
data. Since there are two factors in these three investigations, the tests are to be done by 
Two-way Analysis of Variance (ANOVA) with the help of SPSS (11.0). Two-way 
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ANOVA is used under the assumption that the scores are independently from one another. 
Table 2 (c) below shows the choice of test.  
Table 2 (c): Choosing a test for comparing the averages of two or more samples of scores 
from experiments with one treatment factor
 
 Experimental Design
Type of data Between subjects (independent samples) 
Nature of data Ordinal 
Number of samples Two samples 
Test Two-way ANOVA 
 
 
 
 
Source: Gray, C.D. & Kinnear, P.R. (1998), SPSS for Macintosh made simple. Hove, 
East Sussex: Psychology Press. 
 
5.8.2 Analysis 2 
In this part, it will include two parts of investigation. The first one is to investigate the 
direction of communication flow within construction companies. The second one is to 
investigate the organizational communication relationships within construction 
companies. The result of the survey will show the viewpoint from the coworker, which 
means the relationship, is compared between coworker and supervisor, and between 
coworker and top management.  
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For the first investigation, the scores of all respondents of the companies obtained in the 
ICA Audit, the second part of the questionnaire, will be taken a mean. The scores are 
obtained from question 1to 23. The comparison between “amount of information needed 
to receive” and “amount of information received currently” will be made. The difference 
between the two scores will indicate the measure of satisfaction from the communication. 
If there is more information that you need to receive than the information that u have 
received, it would mean that the information given from your coworker, supervisor or top 
management is not sufficient. The result can then indicate the downward of 
communication flow. On the other hand, if information needed to receive is less than the 
information received, it will indicate the low degree of satisfaction from the 
communication process. It reflects an upward communication flow. Sample of the result 
of this investigation is shown in Table 3 (b). 
Table 3 (b): A Sample Table of showing the Comparison between Amount of information 
needed to receive and Amount of information received currently
 Question Amount of information receive now 
Amount of information 
needed to receive Difference
1 How well I am doing in my job - - - 
2 My job duties - - - 
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Having obtained the result of the comparison between two perspectives, test of 
significance of this measure will be done to ensure the significance of the result. With 
reference to the table 2 (d), the use of test can be identified. In this investigation, 
Wilcoxon matched-pairs test is applied for testing the significance. It is a non-parametric 
equivalent of the independent samples t-test. It is used to test the significance of the 
difference between samples of scores that represent at least ordinal measurement. The 
Wilcoxon test can be used to determine the magnitude of difference between matched 
groups and more than only the direction of difference. In applying Wilcoxon matched-
pairs test, the distributions of the data do not have to be normal and variances do not have 
to be equal. In testing the significance of direction of flow, two sets of data are compared 
with the same subjects. Therefore, Wilcoxon matched-pair test is used.  Further 
discussion of the use of Wilcoxon matched-pairs test will be given in the next chapter.  
Table 2 (d): Choosing a test for testing the significance of the result in Analysis 2
 
 Experimental Design
Type of data Related samples 
Nature of data Ordinal 
Number of samples Two samples 
Test Wilcoxon matched-pair test 
 
 
 
Source: Gray, C.D. & Kinnear, P.R. (1998), SPSS for Macintosh made simple. Hove, 
East Sussex: Psychology Press. 
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For the second investigation, it is to investigate the organizational communication 
relationships within construction companies. In the second part of the questionnaire, 
sources of information are asked in question 24 to 34. Average scores of communication 
relationships of all companies will be summed up and averaged. The overall average 
scores can then be compared between coworkers, supervisor and top management of the 
company. The relationship between these communication targets can be indicated. The 
higher the score, the better will be the relationship between the respondent and that group 
of people. Comparison between coworker, supervisor and top management can be made. 
Therefore, the lower the level of satisfaction with that group of communication targets, 
the poorer communication flow it is. Sample of the result of this investigation is shown in 
table 3 (c).  
Table 3 (c): A Sample of Table showing the result of overall average scores for 
organizational communication relationship of the ten construction companies
Relationship Question  Average score Mean 
24 I trust my coworkers  
25 My coworkers get along with each other  Coworker 
26 My relationship with my coworkers is satisfying  
 
27 I trust my immediate supervisor  
28 I am free to disagree with my immediate supervisor  
29 My relationship with my immediate supervisor is satisfying  Supervisor 
30 My supervisor is friendly with subordinates  
 
31 I trust top management  
32 Top management is sincere in efforts to communicate with employees  
33 My relationship with top management is satisfying  
Top 
management 
34 My organization encourages different opinions  
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Having obtained the result of the overall average score for the organizational 
communication relationship of the ten companies, test of significance has to be done to 
ensure the significance of the result. With reference to the table 2 (e), the use of test can 
be identified. In this investigation, the significant difference has to be found out. It is 
because the relationship between coworker and supervisor, coworker and top 
management, supervisor and top management may be significantly different. In order to 
find out which communication relationship is the most significant, test of significance has 
to be done. The method of testing is by One-way Analysis of Variance (ANOVA). In this 
investigation, the two sets of data are independent, ordinal in nature. Besides, the scores 
are independently from one another, which are same as the assumption of One-way 
ANOVA, therefore, One-way ANOVA is used. 
Table 2 (e): Choosing a test for comparing the averages of two or more samples of scores 
from experiments with one treatment factor
  Experimental Design
Type of data Between subjects (independent samples) 
Nature of data Ordinal 
Number of samples Two samples 
Test One-way ANOVA 
 
 
Source: Gray, C.D. & Kinnear, P.R. (1998), SPSS for Macintosh made simple. Hove, 
East Sussex: Psychology Press. 
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5.8.3 Analysis 3 
This section is going to investigate the relationship between the organizational culture and 
communication of the construction companies. The relationship is examined in two 
aspects, direction of communication flow and organizational communication relationships.  
In the first investigation, it is to figure out the relationship between organizational culture 
and direction of communication flow. The average scores of the measure of satisfaction in 
communication in each dominant culture are calculated. It is to see if there is significant 
difference of the direction of flow in different types of culture. Test of association will be 
applied to see if there is any correlation between the two variables. Argyrous (2000) said 
that measures of association indicate, in quantitative terms, the extent to which a change 
in the value of one variable is related to a change in the value of the other variable. 
Therefore, measure of association helps to describe the data without only relying on 
visual impression of the scales and ratios. It enhances the researcher and academics to 
have a clear picture of the collected data. 
There are different kinds of test of association. It is used for different kinds of data, 
different types of data distribution and number of sets of data. The nature of data is also 
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classified into interval data, ordinal data and nominal data. In table 2 (f), it shows the 
choices for measures of association between two variables.  
Table 2 (f): Choice of tests of association between two variables
 Experimental Design
Type of data Independent samples 
Nature of data Ordinal 
Number of samples Two 
Test Spearman Rank Correlation 
Source: Gray, C.D. & Kinnear, P.R. (1998), SPSS for Macintosh made simple. Hove, 
East Sussex: Psychology Press. 
In this investigation, the relationship between the directions of communication flow in 
different dominant culture type can be measured by Spearman’s Rank Correlation. It is 
non-parametric rank statistic as a measure of the strength of the associations between two 
variables. In applying this method, the relationship of the variables should be linear and 
should be independent from each other. Data should not be continuous and normally 
distributed in nature. Ordinal data are most suitable for the Spearman's Rank and sets of 
data should be between 7 and 30. As the variables in this investigation fit all these 
requirements, Spearman Rank Correlation is applied. A sample of the result of this 
investigation is shown in table 3 (d). 
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 Table 3 (d): A Sample of Table showing Spearman Correlation Coefficient of  
Direction of Communication Flow by Culture values
 
 Clan Culture Adhocracy Culture Market Culture Hierarchy Culture 
Correlation 
Coefficient 
- - - - 
Significance 
Level 
- - - - 
 After testifying the relationship between the four culture types and direction of 
communication flow, it is also needed to testify the relationship between the dimensions 
of culture profiles and the direction of communication flow. This allows people to have a 
full picture on the effects of direction of communication flow on the different dimensions 
of culture profiles. Likewise, test of association should be done and Spearman’s Rank 
Correlation is applied. Sample of this result is shown in table 3 (e). 
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Table 3 (e): A Sample of Table showing the Relationship between  
Six dimensions of the four culture types and the direction of flow
  Culture Types 
Dimensions of 
OC  Clan Adhocracy Market Hierarchy 
Dominant 
Characteristic 
Correlation 
Coefficient - - - - 
 Sig. - - - - 
Organizational 
Leadership 
Correlation 
Coefficient - - - - 
 Sig. - - - - 
Management of 
Employees 
Correlation 
Coefficient - - - - 
 Sig. - - - - 
Organizational 
Glue 
Correlation 
Coefficient - - - - 
 Sig. - - - - 
Strategic 
Emphases 
Correlation 
Coefficient - - - - 
 Sig. - - - - 
Criteria of 
Success 
Correlation 
Coefficient - - - - 
 Sig. - - - - 
 
Second investigation of analysis 3 is then made to examine the relationship between 
communication relationships in different organizational culture types. Similarly, the 
average scores of the communication relationships of the companies are added up and 
averaged. It is then tested against the relationship with different dominant culture. To 
identify the relationship between organizational culture and communication, test of 
association between organizational culture types and organizational communication 
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relationships is made. Spearman’s Rank Correlation is used since the variables are non-
parametric, non-continuous in nature, and are not normally distributed. Choice of the test 
of association can be referred to Table 2 (f). Also, a sample of table showing the 
relationship between the four culture types and the organizational communication 
relationships can be referred in Table 3 (d). 
After testifying the relationship between the four culture types and organizational 
communication relationships, it is also needed to testify the relationship between the 
dimensions of culture profiles and the organizational communication relationships. This 
allows people to have a full picture on the effects of the organizational communication 
relationships on the different dimensions of culture profiles. Likewise, test of association 
should be done and Spearman’s Rank Correlation is applied. Sample of this result 
showing the relationship between six dimensions of the four culture types and the 
organizational communication relationships can be referred in table 3 (e). 
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CHAPTER SIX 
Data Analysis 
6.1 Introduction 
Having conducted the questionnaire survey, results from questionnaires are collected 
from the respondents. Empirical data are available for further analysis. In this chapter, the 
response rate will be reported first in section 6.2. Then, results of questionnaire survey are 
presented and analyzed by using the methods stated in previous chapter.  
6.2 Response rate 
In the questionnaire survey, researcher has randomly selected 50 construction companies 
as the targeted group of the research. These companies are under Buildings category, in 
the List of Approved Contractors for Public Works from Environment, Transport and 
Works Bureau. For each of the company, the researcher has sent 10 questionnaires. 
Before the questionnaires were sent, the researcher has identified the contact person by 
telephone calls. All of them agreed to participate in the questionnaire survey. In order to 
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secure the response rate, the contact person also could assist in distributing the 
questionnaires.  
Among the 50 contractor companies, 12 companies have responded and returned the 
questionnaires. However, not all of them have replied 10 set of questionnaires. Two of 
them have not replied 10 set of questionnaires. Therefore, these two companies are not 
considered as valid respondents. As a result, only the responses from the 10 companies 
are to be considered valid and used for analysis. The response rate for this questionnaire 
survey is 20%, which is satisfactory. 
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6.3 Analysis of Results for Objective 1  
In this section, results of the questionnaire survey will be demonstrated. Further detailed 
discussion of the results will be given in the next chapter. 
In section 6.3.1, the overall culture profile of the construction industry and the 
organizational culture profiles of each of the ten companies are shown respectively. 
OCAI is used as a tool to get the score of the companies. The results from ten respondents 
of each company are taken a mean value and summed up to get the company culture 
profile. As for the overall culture profile, it is also achieved by getting the mean value 
from the ten companies.  
Having the culture profile of the construction industry, it is necessary to distinguish the 
significant difference between clan culture, adhocracy culture, market culture and 
hierarchy culture. An analysis for this will be given as well.  
After generating the significant difference of the culture value in the construction industry, 
the overall culture profile will be analyzed by each dimension of culture. Significant 
difference between clan culture, adhocracy culture, market culture and hierarchy culture 
for the four culture type will be analyzed. 
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From section 6.3.2 to section 6.3.4, culture type will be analyzed according to years of 
engagement, size and project contract sum of the companies.  The significant difference 
between the four culture types will be presented. 
 
6.3.1 Overall culture profile 
The overall culture profile of the ten construction companies are listed in Table 4. The 
summarized scores are shown according to the six elements of organizational culture. 
Raw data of this part of questionnaire can be referred to Appendix 8 for reference. 
Table 4: Overall score for OCAI of the 10 construction companies 
 Average Score 
Six Elements of OC Clan Adhocracy Market Hierarchy 
Dominant Characteristics 3.27 2.82 3.04 3.39 
Organizational leadership 3.24 2.84 3 3.33 
Management of Employees 3.27 2.85 3.26 2.88 
Organizational Glue 3.16 2.75 2.96 3.66 
Strategic Emphases 3.25 2.95 3.31 3.43 
Criteria of Success 3.35 2.94 3.17 3.35 
Overall OC Profile 3.26 2.86 3.12 3.34 
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The table shows the culture profile of ten construction companies, which also represents 
the whole sample size of the construction companies. The culture profile is resulted by 
using OCAI in calculation. From the table, it is shown that dominant characteristics, 
organizational leadership, organizational glue and strategic emphases are dominated by 
hierarchy culture. Management of employees is stronger in clan culture. For criteria of 
success, it is stronger in both clan and hierarchy culture. In the overall culture profile, 
hierarchy culture value is the strongest in construction industry.  
An overall culture profile diagram of ten company respondents is shown below, figure 2. 
The plotted shape of the profile shows that the general scores from each culture value is 
similar, with the exception of adhocracy culture. It is in a sheared square shape. This 
indicates that different strength is present in the company culture. In comparison, the 
strongest one is the hierarchy culture, while the weakest is the adhocracy culture. 
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Figure 2: Average overall culture profile for the 10 construction companies 
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This plotted diagram represents an overall organizational culture profile. The culture 
profile of each company is different from this average one. To get the whole picture of 
the ten companies, Figure 3 shows the organizational culture profiles for each of the 10 
construction companies. As for the individual scores of the organizational culture profile 
of each company, it should be referred to Appendix 5 for details. Table of figures for the 
scores is shown in the Appendix 5. 
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Figure 3: Organizational Culture Profiles of the 10 construction companies  
(Company A-J) 
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c) OC Profile: Company C    d) OC Profile: Company D 
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e) OC Profile: Company E   f) OC Profile: Company F 
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  i) OC Profile: Company I     j) OC Profile: Company J 
 
Each of the ten companies has a different culture profile. The yellow circle on the 
diagrams indicates the strongest type of culture among the four. The plotted shapes of 
them are different from the overall average one. Their shapes look like sheared squares, 
meaning that different culture strength composing the company culture profile. From the 
company culture profiles, 4 companies have dominant clan culture and 6 companies have 
dominant hierarchy culture. 
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After getting the whole picture of the organizational culture profiles for the 10 
construction companies, it is necessary to find out whether the result is significant 
between the 10 companies and within the 10 companies. In table 5, One-way Analysis of 
Variance (ANOVA) is applied to testify the significance of the results.  
Table 5: One-Way Analysis of Variance for Overall Organizational Culture Profiles 
 of the Ten Construction Companies 
ANOVA
AVG_SCO
.798 3 .266 11.167 .000
.477 20 .024
1.275 23
Between Groups
Within Groups
Total
Sum of
Squares df Mean Square F Sig.
 
From the table shown above, “between groups” means the variance between the four 
culture values, while “within groups” means the variance within the four culture values. 
Significant figure given from the test is 0.000, indicating that at least three of the culture 
values have means that are highly significantly different. There are several possible pairs 
with the four culture types. In order to tell which pair of culture types is significantly 
different, the Post Hoc Test is done and the result is shown in Table 6. 
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Table 6: Post Hoc Test for showing Significant Difference between Culture Types 
of the ten Construction Companies 
 
 Clan Culture Adhocracy Culture Market Culture 
Hierarchy 
Culture 
Clan Culture - 0.000 0.150 0.362 
Adhocracy 
Culture 0.000 - 0.008 0.000 
Market Culture 0.150 0.008 - 0.25 
Hierarchy 
Culture 0.362 0.000 0.250 - 
Table 6 shows the significant difference between the four culture types. It is clearly seen 
that the clan culture is significantly different from adhocracy culture, but not market and 
hierarchy culture. The adhocracy culture is significantly different from all other three 
culture types. The market culture is significantly different from adhocracy culture, but not 
clan and hierarchy culture. Lastly, the hierarchy culture is only significantly different 
from adhocracy culture. In Appendix 11, it will show the details of the One-way ANOVA 
test and Post Hoc Test for the significant difference among the four culture values. 
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6.3.2  Culture type vs. Years of engagement  
In this section, the effect of years of engagement of construction companies on the culture 
type is examined. Construction companies are divided into two groups. One group has 
more than or equal to 30 years of engagement, while another group has less than 30 years.  
The total number of valid company respondents is 10, which is a small number for 
concluding a normal distribution. Non-parametric test should be applied for testing the 
significance. In this investigation, significance has to be proved between the four culture 
types and the two categories of years of engagement. They are ordinal in nature and 
derived from independent companies. In order to test the significance, with the presence 
of ordinal data and independent samples, Kruskal-Wallis H test can be used. 
After testifying the significance of the dominant culture type in the classification of years 
of engagement, the significant difference among the four culture types is to be 
demonstrated. Two-way Analysis of Variance is applied in this investigation. 
First of all, the researcher is trying to prove if there is any significance in the dominant 
culture type in the organizational culture profile between the group with the years of 
engagement more or equal to 30 years and the group with the years of engagement less 
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than 30 years. Kruskal-Wallis H test is now used to see the significance value for this 
hypothesis. Table 7 shows the results of this hypothesis.  
Table 7: Scores for the OCAI of the groups ≥30 years and <30 years
 Average Score 
6 Elements of OC Clan Adhocracy Market Hierarchy 
Dominant Characteristic     
≥ 30 years(N=6) 3.22 2.45 2.85 3.62 
<30 years(N=4) 3.35 3.03 3.23 2.90 
sig. 0.283 0.449 0.238 0.199 
Organizational Leadership     
≥ 30 years(N=6) 3.15 3.00 2.92 3.50 
<30 years(N=4) 3.05 3.13 3.18 2.80 
sig. 0.828 0.915 0.666 0.159 
Management of Employees     
≥ 30 years(N=6) 3.25 2.72 3.63 2.87 
<30 years(N=4) 3.00 3.15 3.00 2.90 
sig. 0.081 0.197 0.238 0.495 
Organizational Glue     
≥ 30 years(N=6) 3.22 2.73 3.05 3.58 
<30 years(N=4) 2.98 2.93 2.60 3.40 
sig. 0.52 1 0.234 0.386 
Strategic Emphases     
≥ 30 years(N=6) 3.67 3.25 3.38 3.43 
<30 years(N=4) 2.78 2.13 2.80 3.05 
sig. 0.009 0.098 0.391 0.391 
Criteria of Success     
≥ 30 years(N=6) 3.22 3.13 3.38 3.43 
<30 years(N=4) 3.28 2.90 2.95 3.13 
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 sig. 0.748 0.669 0.389 0.159 
Overall OC Profile     
≥ 30 years(N=6) 3.29 2.90 3.20 3.41 
<30 years(N=4) 3.07 2.88 2.96 3.03 
sig. 0.283 0.449 0.238 0.159 
 
 
From the table above, it is found that the hypothesis is not accepted. It does not generate 
significant result that dominant culture differs between companies with ≥ 30 years of 
engagement and companies with < 30 years of engagement. Yet, one significant figure is 
the strategic emphases in clan culture. Significant importance can be found in the 
strategic emphases dimension in clan culture when the companies are classified according 
to years of engagement. On the whole, the overall OC profile has a dominant culture in 
hierarchy for companies with years of engagement ≥30 years, where the average score is 
the highest, 3.41.  For the companies with years of engagement < 30 years, clan culture 
shows dominant that the average score is 3.07. Figure 4 shows the organizational culture 
profiles for two groups of companies. 
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Figure 4: Organizational Culture Profiles for Groups ≥ 30 years and < 30 years 
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In order to understand further the significant difference of the culture, from Appendix 6, 
six dimensions of organizational culture can be found. In the dimension of dominant 
characteristic, hierarchy culture dominates the companies with years of engagement more 
than or equal to 30 years, while clan culture dominates those with years of engagement 
less than 30 years. 
In the dimension of organizational leadership, hierarchy culture is the strongest culture in 
years of engagement of ≥ 30 years while market culture is the strongest in years of 
engagement of < 30 years. 
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In the dimension of management of employee, market culture is the strongest culture in 
years of engagement of ≥ 30 years while adhocracy culture is the strongest in years of 
engagement of < 30 years. 
In dimension of organizational glue, hierarchy culture is the strongest culture in years of 
engagement of ≥ 30 years and < 30 years. 
As for the strategic emphases, the significant level of clan culture is the most significant. 
Clan culture is the strongest culture in years of engagement of ≥ 30 years and the 
hierarchy culture is the strongest one in years of engagement of < 30 years. 
Lastly, in criteria of success dimension, hierarchy culture shows dominance in companies 
with years of engagement of ≥ 30 years and clan culture shows dominance in companies 
with years of engagement of < 30 years. 
The dominance of the culture types in different dimensions according to the classification 
of years of engagement has been analyzed. It is important to analyze the significant 
difference of the culture types according to the classification of years of engagement. 
Two-way analysis of variance is applied in this investigation. In table 8, significant 
difference of the culture types in groups with ≥ 30 years and < 30 years is shown. 
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Table 8: Two-way Analysis of Variance (ANOVA) for Culture Profiles  
with Groups ≥ 30 years and < 30 years 
Tests of Between-Subjects Effects
Dependent Variable: AVG_SCO
1.564a 7 .223 3.052 .011
458.185 1 458.185 6257.366 .000
.521 1 .521 7.113 .011
.828 3 .276 3.772 .018
.215 3 .072 .978 .413
2.929 40 .073
462.678 48
4.493 47
Source
Corrected Model
Intercept
YEARS
CUL_CODE
YEARS * CUL_CODE
Error
Total
Corrected Total
Type III Sum
of Squares df Mean Square F Sig.
R Squared = .348 (Adjusted R Squared = .234)a. 
 
As shown in the table, “Years” represents the groups with ≥ 30 years and < 30 years; 
“Cul_code” represents the four culture types; “Years*Cul_code” represents the 
interaction between the two factors, groups with ≥ 30 years and < 30 years and the four 
culture types. It is found that the significant figure for “Years” is 0.011, “Cul_code” is 
0.018, and “Years*Cul_code” is 0.413, which are all >0.001. Therefore, there is not a 
high significant result between the classifications according to years of engagement.  In 
other words, the dominance in culture types does not respond significantly to the 
classification of years of engagement of the companies. 
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Though the culture types do not show significance to the years of engagement, it is still 
able to see the significant difference between the culture types of the ten construction 
companies according to the years of engagement. In order to tell which pair of culture 
types is significantly different; the Post Hoc Test is done and shown in Table 9. 
Table 9: Post Hoc Test for showing Significant Difference between Culture Types
of the ten Construction Companies according to Years ≥ 30 and < 30 year 
 
 Clan Culture Adhocracy Culture Market Culture 
Hierarchy 
Culture 
Clan Culture - 0.009 0.371 0.742 
Adhocracy 
Culture 0.009 - 0.075 0.004 
Market Culture 0.371 0.075 - 0.223 
Hierarchy 
Culture 0.742 0.004 0.223 - 
Table 9 shows the significant difference between the four culture types. It is clearly seen 
that the clan culture is significantly different from adhocracy culture, but not market and 
hierarchy culture. The adhocracy culture is significantly different from all culture types, 
except market culture.  The market culture does not show significant difference with other 
culture types. Lastly, the hierarchy culture is only significantly different from adhocracy 
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culture. In Appendix 12, it will show the details of the Two-way ANOVA test and Post 
Hoc Test for the significant difference among the four culture values. 
6.3.3 Culture type vs. Size of company 
This section is going to classify the ten companies according to the size of the company, 
which is in terms of the total number of employees in the company. As mentioned in the 
literature review, some academics, for example, Andrews & Herschel (1996) and Gibson 
& Hodgetts (1991) found the significance effect of size of the company on the culture. 
Therefore, a test will show if there would be a difference in the dominant type of culture 
when the size of company is different. The ten companies are divided into two groups, 
one with number of employees more than or equal to 500, another with number of 
employees less than 500. After testifying the significance of the dominant culture type in 
the classification of years of engagement, another test about the significant difference 
among the four culture types is to be demonstrated. Two-way Analysis of Variance is 
applied in this investigation. 
First of all, hypothesis is that “if there is a significance difference in the dominant culture 
type in the organizational culture profile between the groups with number of employee 
129 
Chapter 6   Data Analysis 
more than or equal to 500 and the number of employees less than 500”. Kruskal-Wallis 
test will be used in this case to show the significance in Table 10. 
Table 10: Scores for the OCAI of the groups ≥500 staff and <500 staff
 Average Score 
6 Elements of OC Clan Adhocracy Market Hierarchy 
Dominant Characteristic     
≥ 500 (N=4) 3.23 2.93 3.20 4.20 
< 500(N=6) 3.30 2.67 2.87 2.75 
sig. 0.453 0.33 0.592 0.019 
Organizational Leadership     
≥ 500 (N=4) 3.35 3.50 3.40 3.95 
< 500(N=6) 2.95 2.75 2.77 2.73 
sig. 0.158 0.108 0.195 0.017 
Management of Employee     
≥ 500 (N=4) 3.45 2.88 4.28 2.93 
< 500(N=6) 2.95 2.88 2.78 2.85 
sig. 0.017 0.747 0.01 0.82 
Organizational Glue     
≥ 500 (N=4) 3.50 3.20 3.20 3.88 
< 500(N=6) 2.87 2.55 2.65 3.27 
sig. 0.133 0.087 0.13 0.104 
Strategic Emphases     
≥ 500 (N=4) 3.90 3.90 3.93 3.70 
< 500(N=6) 2.92 2.07 2.63 3.00 
sig. 0.009 0.008 0.01 0.198 
Criteria of Success     
≥ 500 (N=4) 3.43 3.60 3.78 3.75 
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< 500(N=6) 3.12 2.67 2.83 3.02 
sig. 0.592 0.087 0.01 0.009 
Overall OC Profile     
≥ 500 (N=4) 3.48 3.33 3.63 3.73 
< 500(N=6) 3.02 2.60 2.76 2.94 
sig. 0.453 0.33 0.592 0.017 
 
From table 10, it is clearly shown that there is significance relationship between culture 
types and the size of the companies. The overall OC profile is having a dominant culture 
in hierarchy culture for companies having ≥500 staff and clan culture for companies 
having < 500 staff. Besides, significant relationship has been shown in several dimensions. 
In dimension of dominant characteristics and organizational leadership, hierarchy culture 
shows dominant significant relationship according to the classification of size. In 
management of employee, both clan and market culture shows significant relationship as 
well. In strategic emphases, all culture types show significant relationship, except 
hierarchy culture. In criteria of success, market and hierarchy culture shows significant 
relationship according to the classification of size. In figure 5, it shows the organizational 
profiles for companies with ≥ 500 staff and < 500 staff. 
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Figure 5: Organizational Culture Profiles for Groups ≥ 500 staff and < 500 staff 
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In understanding the effect of the size of the company on the dimensions of culture 
profile, Table 10 has shown the details of the result. Details of the six dimensions could 
be referred to Appendix 6. Though the significance is not great for the effect on small 
sized company, it has significant effect on the larger companies. For dimensions of 
dominant characteristic, the hierarchy culture is strongest in workers more than or equal 
to 500, while clan culture is strongest in workers less than 500.    
In organizational leadership, hierarchy culture shows the strongest one in companies ≥ 
500 staff  and clan culture is the strongest one in companies < 500 staff. In dimension of 
management of employee, clan culture shows the strongest one in staff ≥ 500 staff and < 
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500 staff. In organizational glue, hierarchy culture shows the strongest one in both groups 
of companies.  In strategic emphases, clan and adhocracy culture shows the strongest in 
companies with ≥ 500 staff and hierarchy culture shows strongest in companies < 500 
staff. Lastly, market culture shows the strongest in criteria of success which companies 
has ≥ 500 staff and clan culture shows the strongest in companies with < 500 staff. 
The dominance of the culture types in different dimensions according to the classification 
of size has been analyzed. It is also important to analyze the significant difference of the 
culture types according to the classification of size. Two-way analysis of variance is 
applied in this investigation. In table 11, significant difference of the culture types in 
groups with ≥ 500 workers and < 500 workers is shown. 
Table 11: Two-way Analysis of Variance (ANOVA) for Culture Profiles  
with Groups ≥ 500 workers and < 500 workers 
Tests of Between-Subjects Effects
Dependent Variable: AVG_SCO
7.369a 7 1.053 11.275 .000
487.178 1 487.178 5218.316 .000
.893 3 .298 3.187 .034
6.178 1 6.178 66.171 .000
.298 3 .099 1.065 .375
3.734 40 .093
498.281 48
11.103 47
Source
Corrected Model
Intercept
CUL_CODE
WORKERS
CUL_CODE * WORKERS
Error
Total
Corrected Total
Type III Sum
of Squares df Mean Square F Sig.
R Squared = .664 (Adjusted R Squared = .605)a. 
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As shown in the table, “Cul_code” represents the four culture types; “Workers” 
represents the groups with ≥ 500 workers and < 500 workers; “Cul_code*Workers” 
represents the interaction between the two factors, groups with ≥ 500 workers and < 500 
workers and the four culture types. It is found that the significant figure for “Worker” is 
0.000, which is < 0.001, thus the size of the company is significantly important. 
“Cul_code” is 0.034, and “Cul_code *Workers” is 0.375, which are all >0.001. Therefore, 
there is not a high significant result between the classifications according to size.  In other 
words, the dominance in culture types responds slightly significantly to the classification 
of size of the companies. 
Though the culture types do not show significance to the size of the companies, it is still 
able to see the significant difference between the culture types of the ten construction 
companies according to the company size. In order to tell which pair of culture types is 
significantly different; the Post Hoc Test is done and shown in Table 12. 
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Table 12: Post Hoc Test for showing Significant Difference between Culture Types 
of the ten Construction Companies according to Workers  ≥ 500 and < 500  
 
 
 Clan Culture Adhocracy Culture 
Market 
Culture 
Hierarchy 
Culture 
Clan Culture - 0.030 0.666 0.483 
Adhocracy 
Culture 0.030 - 0.077 0.005 
Market 
Culture 0.666 0.077 - 0.260 
Hierarchy 
Culture 0.483 0.005 0.260 - 
 
 
 
Table 12 shows the significant difference between the four culture types. It is clearly seen 
that only adhocracy culture is significantly different from hierarchy culture, or hierarchy 
culture is significantly different from adhocracy culture. The clan and market culture is 
not significantly different from all culture types. In Appendix 13, it will show the details 
of the Two-way ANOVA test and Post Hoc Test for the significant difference among the 
four culture values. 
6.3.4  Culture type vs. Project size 
This section classified the ten companies into two groups, according to the contract sum 
amount. One group is the contract sum of more than or equal to 1 billion HKD, while 
another group is less than 1 billion HKD. Investigation will be done to test the effect of 
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project size on the culture profile. It is to see if there Kruskal-Wallis test will be used in 
this relationship. After testifying the significance of the dominant culture type in the 
classification of project size, another test about the significant difference among the four 
culture types is to be demonstrated. Two-way Analysis of Variance is applied in this 
investigation. 
This section tests the significance of whether there is a difference in the dominant type of 
organizational culture when the companies are classified into having the contract sum 
amount more than or equal to 1 billion HKD and the contract sum amount less than 1 
billion HKD. Table 13 shows the results of this test. 
Table 13: Scoring for the OCAI of the groups with contract sum amount 
 ≥1 billion HKD and <1 billion HKD
 Average Score 
6 Elements of OC Clan Adhocracy Market Hierarchy 
Dominant Characteristic     
> 1 billion HKD(N=6) 3.28 2.57 2.73 3.37 
<1 billion HKD(N=4) 3.25 3.08 3.40 3.28 
sig. 0.748 0.13 0.032 0.915 
Organizational Leadership     
> 1 billion HKD(N=6) 3.02 2.92 2.75 3.20 
<1 billion HKD(N=4) 3.25 3.25 3.43 3.25 
sig. 0.278 0.668 0.131 1 
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Management of Employee     
> 1 billion HKD(N=6) 3.15 2.72 3.47 2.87 
<1 billion HKD(N=4) 3.15 3.13 3.25 2.90 
sig. 0.828 0.389 0.668 0.495 
Organizational Glue     
> 1 billion HKD(N=6) 3.03 2.70 2.93 3.40 
<1 billion HKD(N=4) 3.25 2.98 2.78 3.68 
sig. 0.52 0.593 0.745 0.829 
Strategic Emphases     
> 1 billion HKD(N=6) 3.50 3.10 3.13 3.27 
<1 billion HKD(N=4) 3.03 2.35 3.18 3.68 
sig. 0.194 0.27 0.748 0.915 
Criteria of Success     
> 1 billion HKD(N=6) 3.15 3.02 3.22 3.25 
<1 billion HKD(N=4) 3.03 2.35 3.18 3.30 
sig. 0.52 0.748 0.914 0.914 
Overall OC Profile     
> 1 billion HKD(N=6) 3.22 2.98 3.20 3.30 
<1 billion HKD(N=4) 3.19 2.84 3.04 3.22 
sig. 0.748 0.13 0.032 1 
 
Classifying the project size into two groups, there is not much different in the dominant 
type of culture in the overall organizational culture profile. The result of the hypothesis 
tested could not be concluded as significant because the significant level of the culture 
types are not below 0.05. However, the overall organizational culture profiles can be 
referred to figure 6 below. 
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Figure 6: Organizational Culture Profiles for Groups 
 > 1 billion HKD and < 1 billion HKD 
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Contract sum amount > 1 billion HKD    Contract sum amount < 1 billion HKD 
Results for six dimensions can be referred to Appendix 6. For dimension of dominant 
characteristics and organizational leadership, hierarchy culture is the strongest in project 
contract sum more than 1 billion and adhocracy culture is the strongest in project contract 
sum less than 1 billion. 
For management of employee, adhocracy culture shows the strongest in both groups; 
while hierarchy culture shows the strongest in both group of organizational glue. As for 
strategic emphases, clan culture is the strongest in the sum more than 1 billion and 
hierarchy is the strongest one in the sum less than 1 billion. Lastly, there is not much 
dominance of culture in criteria of success in both groups.  
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The dominance of the culture types in different dimensions according to the classification 
of project size has been analyzed. It is also important to analyze the significant difference 
of the culture types according to the classification of project size. Two-way analysis of 
variance is applied in this investigation. In table 14, significant difference of the culture 
types in groups with > 1 billion HKD and < 1 billion HKD is shown. 
Table 14: Two-way Analysis of Variance (ANOVA) for Culture Profiles  
with Groups > 1 billion HKD and < 1 billion HKD 
Tests of Between-Subjects Effects
Dependent Variable: AVG_SCO
1.490a 7 .213 3.083 .011
465.755 1 465.755 6746.810 .000
1.393 3 .464 6.727 .001
.035 1 .035 .510 .479
.061 3 .020 .296 .828
2.761 40 .069
470.006 48
4.251 47
Source
Corrected Model
Intercept
CUL_CODE
CON_SUM
CUL_CODE * CON_SUM
Error
Total
Corrected Total
Type III Sum
of Squares df Mean Square F Sig.
R Squared = .350 (Adjusted R Squared = .237)a. 
 
As shown in the table, “Cul_code” represents the four culture types; “Con_sum” 
represents the groups with > 1 billion HKD and < 1 billion HKD; “Cul_code*Con_sum” 
represents the interaction between the two factors, groups with > 1 billion HKD and < 1 
billion HKD and the four culture types. It is found that the significant figure for 
“Con_sum” is 0.479 and “Cul_code *Con_sum” is 0.828, which are all >0.001. Therefore, 
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there is no significant result between the classifications according to project size.  In other 
words, the dominance in culture types has no significant response to the classification of 
project size of the companies. 
 Though the culture types do not show significance to the project size of the companies, it 
is still able to see the significant difference between the culture types of the ten 
construction companies according to the project size. In order to tell which pair of culture 
types is significantly different; the Post Hoc Test is done and shown in Table 15. 
Table 15: Post Hoc Test for showing Significant Difference between Culture Types 
of the ten Construction Companies according to > 1 billion HKD and < 1 billion HKD  
 
 
 Clan Culture Adhocracy Culture 
Market 
Culture 
Hierarchy 
Culture 
Clan Culture - 0.004 0.622 0.189 
Adhocracy 
Culture 0.004 - 0.015 0.000 
Market 
Culture 0.622 0.015 - 0.074 
Hierarchy 
Culture 0.189 0.000 0.074 - 
 
 
 
Table 15 shows the significant difference between the four culture types. It is clearly seen 
that only adhocracy culture is significantly different from clan culture, market culture and 
hierarchy culture. In Appendix 14, it will show the details of the Two-way ANOVA test 
and Post Hoc Test for the significant difference among the four culture values. 
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6.4 Analysis of Results for Objective 2 
In this section, section 6.4, the communication assessment of the ten companies is 
presented. International Communication Association Audit is used as a tool in this 
analysis for achieving the overall direction of communication flow and communication 
relationship of the companies. The direction of communication flow will firstly be 
diagnosed in section 6.4.1 and then followed by the organizational communication 
relationships in section 6.4.2. 
6.4.1 Direction of communication flow 
Overall comparison 
The opinions derived from the respondents in the ten companies are divided into two 
perspectives; amount of information received and amount of information needed to 
receive. In the “Amount of information receive now” perspective, scores are ranked from 
1 to 5, in which 1 represents Very Little information received; and 5 represents Very 
Great information received. In the “Amount of information needed to receive” 
perspective, likewise, 1 represents Very Little information received; and 5 represents 
Very Great information received. The two sets of scores are then compared so as to find 
out the direction of communication flow.  
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Difference between the two perspectives measures the degree of satisfaction to the 
communication processes. The amount of information received more than the amount 
needed to be received means there is a great satisfaction from the communication process. 
In this questionnaire survey, staffs from different posts of the construction companies are 
invited to participate in the research. If assuming the respondents answer the questions 
from the coworker’s viewpoint, then the satisfaction from the communication process 
means the downward direction of flow since amount of information received is more than 
expected, while dissatisfaction from the communication process means the upward 
direction of flow since amount of information received is less than expected. 
In table 16, it shows the overall average score of the difference between “Amount of 
information needed to receive” and “Amount of information receive now” for the 10 
companies. The average score of two perspectives are obtained from summing up the 
individual respondents’ score. Then the sum of the scores is taken an overall average. 
Therefore, for each of the question, it comes with an average score. The average scores 
are shown in the table according to the question 1 to 23 of the second part of the 
questionnaire.  For the raw data of this part of the questionnaire, Appendix 8 can be 
referred. 
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Table 16: Overall average score of the Difference between Amount of information needed to receive and Amount of information 
receive now for the 10 construction companies
 Question Amount of information receive now 
Amount of information 
needed to receive Difference
1 How well I am doing in my job 3.42 3.81 0.39 
2 My job duties 3.49 3.92 0.43 
3 Organizational policies 3.17 3.39 0.22 
4 Pay and benefit 3.36 3.67 0.31 
5 Mistakes and failures of my organization 3.00 3.19 0.19 
6 How I am being judged 3.41 3.83 0.42 
7 How my job-related problems are being handled 3.49 3.78 0.29 
8 How organization decisions are made that affect my job 3.26 3.47 0.21 
9 Promotion and advancement opportunities in my organization 2.99 3.64 0.66 
10 Important new product, service, or program developments in my organization 3.42 3.69 0.27 
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11 How my job relates to the total operation of my organization 3.30 3.41 0.11 
12 Specific problems faced by management 3.36 3.34 -0.01 
13 Reporting what I am doing in my job 3.43 3.67 0.23 
14 Reporting job-related problems 3.39 3.63 0.24 
15 Complaining about my job/working conditions 3.21 3.76 0.54 
16 Requesting information necessary to do my job 3.46 3.60 0.14 
17 Asking for clearer work 3.17 3.80 0.63 
18 Coworkers in my own unit 3.60 3.70 0.10 
19 Individuals in other units 3.00 3.47 0.47 
20 Immediate supervisor 3.40 3.88 0.48 
21 Unit meetings 3.14 3.32 0.18 
22 Top management 2.82 3.44 0.62 
23 Informal channels 3.42 3.38 -0.04 
Overall  3.29 3.60 0.31 
144 
Chapter 6   Data Analysis 
Differences of the scores mean the measures of satisfaction on the questions. The larger 
the difference between the “need” and “current information received” means the lower 
the degree of satisfaction. Negative sign in the difference means the amount of 
information needed to receive is less than the amount of information received now. Table 
16 shows that the overall difference between the two perspectives is 0.31, while the 
“amount of information receive now” is 3.29 and “amount of information needed to 
receive” is 3.60. This represents that information needed to receive is more than the 
information received. 
As mentioned before, assuming the respondents answer the questions from the 
coworker’s viewpoint, then the satisfaction from the communication process means the 
amount of information received is more than expected. This shows a downward 
communication flow. 
Moreover, the average scores and the difference can tell more information about the 
communication. Communication satisfaction and deficiency can be discovered from the 
result of the survey. Detailed and in-depth discussion of the result will be elaborated in 
next chapter. 
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Direction of flow 
The difference between “amount of information needed to receive” and “amount of 
information receive now” represents the measures of satisfaction to the questions. The 
difference symbolizes the direction of communication flow. In order to achieve the 
objective 2 of the study, it is needed to testify the significance of the difference. 
According to the previous chapter, Wilcoxon Signed Ranks Test can be applied to find 
out the direction of flow.  For simplicity, it is hypothesized that the difference is not 
significant. Table 17 below shows the result of the test. Appendix 15 shows the details of 
this Wilcoxon Signed Ranks Test. 
Table 17: Wilcoxon Signed Ranks Test between Amount of information needed to 
receive and Amount of information receive now
 
Difference between Amount of Information needed to 
receive and Amount of Information receive now 
Z value -4.106 
Asymp. Sig. (2-tailed) 0.000 
 
There are two sets of variables in the test. One is information needed and the other is 
information currently received. The two sets of data are repeated measures and not 
146 
Chapter 6   Data Analysis 
normally distributed so that the Wilcoxon signed rank test can be applied. The test is to 
show the significance of the difference between amount of information received currently 
and amount of information needed to receive. The hypothesis of the test is that the 
difference between the two perspectives is insignificant.   
From table 17, ranks are based on the absolute value of the difference between the two 
test variables. The sign of the difference is used to classify cases into one of three groups: 
differences below 0 (negative ranks), above 0 (positive rank), or equal to 0 (ties). Z is a 
standardized measure of the distance between the rank sum of the negative group and its 
expected value. As shown above, the result of the analysis is Z=4.106, p=0.000, two-
tailed. As the p value of the test is below 0.05, the significant level. This means that the 
null hypothesis is rejected. The difference between the two perspectives should be 
significant. If the amount of information needed over the amount of information currently 
received is significant, then the direction of communication flow is downward is also 
significant. Therefore, direction of flow of the ten responded companies is downward. 
Furthermore, in table 17, all of the differences between the two variables have positive 
signs, except the question 12 and 23. As a result, the overall direction of communication 
flow is downward.  
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6.4.2 Organizational Communication Relationships 
In this section, communication relationships within the responded companies are 
analyzed. Organizational communication relationship of each individual responded 
company is diagnosed. After having all the scores of the ten companies, an overall 
organizational communication relationship of the ten companies can be found out. 
Organizational communication relationship of the ten construction companies can be 
diagnosed from the question 24 to 34 of the second part of the questionnaire. Five-point 
Likert ranking scale is applied in these questions. All the individual scores of each 
individual respondent in a company are added up. Then the scores for the ten companies 
are taken an average, which is shown in Table 18. It shows the results of the average 
score for communication relationship of the ten construction companies. The questions 
are summarized according to the communication targets, namely coworkers, supervisor 
and top management of the company. Respondents are assumed to answer the questions 
in the viewpoint of coworkers. In other words, it shows the respondents’ relationship with 
coworkers, supervisor and top management. It does not show the communication 
relationship within a certain category. For the raw data of the ten construction companies 
in communication relationships, Appendix 8 can provide for more information. 
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Table 18: Overall average score for organizational communication relationships  
of the 10 construction companies
Relationship Question  Average score Mean 
24 I trust my coworkers 3.43 
25 My coworkers get along with each other 3.44 Coworker 
26 My relationship with my coworkers is satisfying 3.43 
3.44 
27 I trust my immediate supervisor 3.28 
28 I am free to disagree with my immediate supervisor 3.00 
29 My relationship with my immediate supervisor is satisfying 3.39 
Supervisor 
30 My supervisor is friendly with subordinates 3.37 
3.26 
31 I trust top management 3.16 
32 Top management is sincere in efforts to communicate with employees 3.22 
33 My relationship with top management is satisfying 3.11 
Top management 
34 My organization encourages different opinions 2.72 
3.05 
Overall   3.23  
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The average score is derived from the scores of the respondents in each construction 
companies. The mean value is taken from the ten respondents of the ten construction 
companies. Then, comparison is given for coworker, supervisor and top management. 
The average score of each target group is summed up and taken a mean value. Thus, 
mean value of each target group can be achieved.  
The above table shows that the overall average organizational communication 
relationship is 3.23. Among the relationship between coworkers, the mean score is 3.44; 
that of the supervisor are 3.26 and that of top management are 3.05. Obviously, the 
relationship among the coworkers is the best while that of top management is the weakest 
one. Further explanation will be given and elaborated in the next chapter. 
Though figures show that there is significant relationship of the three groups of the staff, 
it is not known whether there is significant relationship of the three groups among each 
other. Therefore, One-way Analysis of Variance test is carried out to testify the 
relationships. Table 19 below shows the result. Details of this test can be referred to 
Appendix 16. 
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Table 19: One-way Analysis of Variance (ANOVA) showing the Relationship of 
Communication Relationship among coworkers, supervisors and top management 
ANOVA
AVG_SCO
.254 2 .127 4.049 .061
.251 8 .031
.504 10
Between Groups
Within Groups
Total
Sum of
Squares df Mean Square F Sig.
 
 
 
 
 
From the table, it is shown that there are slight significant relationships between the three 
groups of people, as the significant figure is greater than 0.05. A Post Hoc test is also 
carried out in order to see which pair of relationship is significantly different. Table 20 
below shows the result. 
Table 20: Post Hoc Test for showing Significant Difference  
Among the relationship of  Coworkers, Supervisors and Top management
 Coworkers Supervisors Top Management 
Coworkers - 0.236 0.023 
Supervisors 0.236 - 0.136 
Top Management 0.023 0.136 - 
Table 20 shows that only the relationship between coworkers and top management shows 
significantly different from other pairs of relationships. Significant figure is below 0.05. 
Further explanation will be given in next chapter. 
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6.5 Analysis of Results for Objective 3  
In this section, the relationship between organizational culture and communication will be 
derived and presented. Firstly, the relationship between organizational culture and 
direction of communication flow is derived from the four culture values in section 6.5.1. 
Secondly, it will show the relationship between the organizational communication 
relationship and the four culture values in section 6.5.2. In both sections, the relationship 
of the six dimensions of organizational culture and direction of communication flow and 
communication relationship will be given. 
6.5.1 Organizational culture vs. Direction of communication flow 
The relationship between organizational culture and direction of communication flow is 
to be tested by Spearman Rank Correlation Coefficient. In the correlation, there are two 
variables: 1) the four culture values and 2) difference between “information needed to 
receive and information currently received”. The four culture values are clan culture, 
adhocracy culture, market culture and hierarchy culture. This variable is derived from the 
average scores of the culture value of ten construction companies. On the other hand, 
another variable is derived from the difference between information needed to receive and 
information currently received. The average scores of the “difference” of the ten 
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companies are summed up and then taken up the mean value. Thus, the mean value is the 
second variable of the test.  
As mentioned in the previous chapter, Spearman Rank Correlation Coefficient is used 
because the data are not normally distributed and continuous. There are only 10 company 
respondents; therefore it is hard to get the data normally distributed. Besides, number of 
set of data is 10, which is inside the range from 7 to 30. Therefore, non-parametric 
Spearman Rank Correlation Coefficient can be used for testing the relationship and the 
strength between dominant culture types and the direction of communication flow. 
Each of the culture values is made correlation between directions of communication flow 
of the ten companies. Table 21 shows the correlation test of direction of communication 
flow by the four culture values. As for the details of the spearman rank correlation 
coefficient for the four culture values respectively, please refer to Appendix 9. 
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 Table 21: Spearman Correlation Coefficient of Direction of  
communication flow by Culture values 
 Clan Culture Adhocracy Culture Market Culture Hierarchy Culture 
Correlation 
Coefficient 
-0.515 0.103 -0.255 0.535 
Significance 
Level 
0.128 0.777 0.476 0.111 
 
In Spearman Rank Correlation, the positive coefficient indicates that variables move in 
the same direction as the independent variable, while negative coefficient indicates that 
variables move in the opposite direction. From table 21, the correlation of clan culture 
between directions of communication flow is negatively correlated, that means the 
stronger the clan culture, the lower the likelihood of downward direction of flow. The 
correlation of hierarchy culture between directions of flow is positively correlated, that 
means the stronger the hierarchy culture, the higher the likelihood of downward direction 
of flow. As for the adhocracy and market culture, their correlation is not strong enough 
for achieving any relationship with direction of communication flow.  
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However, table 21 shows that the relationship of clan culture and hierarchy is not strong 
enough to be deemed significant because the sample size is rather small and limited 
response rate or small sample size. Besides, the significance value is not as low as 0.05, 
therefore no significant relationship can be generated.  
Though no significant relationship can be concluded between the culture types and 
direction of communication flow, attempt has been paid to find out the relationship 
between six dimensions of the four culture types and the direction of flow. Spearman 
Correlation Coefficient is applied. The first variable is the dimensions of the 
organizational culture profile, which is obtained through taking the average score of each 
of the ten companies according to the corresponding culture type.  The second variable is 
the direction of communication flow, which is obtained through taking the average score 
of the difference between “amount of information received” and “amount of information 
needed” of each of the ten companies. The result is shown in Table 22.  
Table 22: Relationship between Six dimensions of the four culture types 
 and the direction of flow
  Culture Types 
Dimensions of 
OC  Clan Adhocracy Market Hierarchy 
Dominant 
Characteristic 
Correlation 
Coefficient -0.182 -0.384 0.043 -0.299 
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 Sig. 0.614 0.273 0.906 0.402 
Organizational 
Leadership 
Correlation 
Coefficient -0.061 -0.33 -0.353 -0.369 
 Sig. 0.867 0.351 0.318 0.294 
Management of 
Employees 
Correlation 
Coefficient -0.128 -0.232 -0.494 -0.382 
 Sig. 0.725 0.519 0.147 0.276 
Organizational 
Glue 
Correlation 
Coefficient -0.361 -0.45 -0.353 -0.288 
 Sig. 0.306 0.192 0.318 0.419 
Strategic 
Emphases 
Correlation 
Coefficient 0.055 -0.432 -0.451 -0.322 
 Sig. 0.88 0.213 0.191 0.364 
Criteria of 
Success 
Correlation 
Coefficient -0.474 -0.312 -0.378 -0.013 
 Sig. 0.166 0.38 0.282 0.973 
Details of the test can be referred to Appendix 17. From table 22, it is found that the 
significance value is not low enough for all relationships. Therefore, no significant 
relationship can be generated from the test due to limited response rate or small sample 
size. 
6.5.2 Organizational culture vs. Organizational communication relationships 
The relationship between organizational culture and organizational communication 
relationship can be testified by Spearman Rank Correlation Coefficient. There are two 
variables in the test. Average scores of organizational culture of the ten construction 
companies act as one variable. On the other hand, the average scores of organizational 
communication relationship of the ten companies are also taken as the second variable. 
156 
Chapter 6   Data Analysis 
Table 23 below shows the result of the Spearman Correlation Coefficient between 
organizational communication relationship and culture values.  
Table 23: Spearman Correlation Coefficient of Organizational 
Communication Relationship by Culture values
 Clan Culture Adhocracy Culture Market Culture Hierarchy Culture 
Correlation 
Coefficient 
0.474 -0.468 0.692 -0.506 
Significance 
Level 
0.166 0.172 0.027 0.136 
From the table, it is seen that in the clan culture, this type of culture will have positive 
relationship with the communication relationship, which means the stronger the clan 
culture, the stronger the relationship among the people in the company. In adhocracy 
culture, it has a negative relationship with communication relationship. The stronger the 
strength in the culture, the weaker is the communication relationship. In market culture, it 
has a strong relationship with communication relationship, which means the stronger the 
market culture, the stronger the relationship among the people in the company. Lastly, 
hierarchy culture has negative relationship with communication relationship, in which the 
stronger the hierarchy culture, the weaker the relationship the people has in the company. 
157 
Chapter 6   Data Analysis 
However, the strength of the relationship is not strong enough to be deemed significant 
due to low response rate or small sample size. Besides, the significance value is not as 
low as 0.05 except the one in market culture, therefore no significant relationship can be 
generated. Therefore, only market culture has positive relationship with organizational 
communication relationships. 
Though no significant relationship, except market culture, can be concluded between the 
culture types and direction of communication flow, an attempt has been tried to find out 
the relationship between six dimensions of the four culture types and the direction of flow. 
Spearman Correlation Coefficient is applied. The first variable is the dimensions of the 
organizational culture profile, which is obtained through taking the average score of each 
of the ten companies according to the corresponding culture type.  The second variable is 
the organizational communication relationships, which is obtained through taking the 
average score of the questions 24 – 34 in second part of the questionnaire. The result of 
the test is shown in Table 24. Details of the test can be referred to Appendix 18. 
Table 24: Relationship between Six dimensions of the four culture types 
 and the communication relationships
  Culture Types 
Six dimensions of  Clan Adhocracy Market Hierarchy 
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OC 
Dominant 
Characteristics 
Correlation 
Coefficient -2.8 -0.566 -0.333 -0.343 
 Sig. 0.432 0.088 0.347 0.333 
Organizational 
Leadership 
Correlation 
Coefficient -0.367 -0.239 -0.543 -0.58 
 Sig. 0.297 0.506 0.105 0.079 
Management of 
Employees 
Correlation 
Coefficient -0.454 -0.471 -0.352 -0.459 
 Sig. 0.187 0.169 0.319 0.182 
Organizational Glue Correlation Coefficient -0.592 -0.488 -0.256 -0.431 
 Sig. 0.071 0.153 0.475 0.214 
Strategic Emphases Correlation Coefficient -0.105 -0.512 -0.502 -0.335 
 Sig. 0.774 0.13 0.14 0.343 
Criteria of Success Correlation Coefficient -0.5 -0.506 -0.363 -0.39 
 Sig. 0.141 0.136 0.302 0.265 
From the table shown above, it is found that the relationship between organizational 
leadership and organizational communication relationships in hierarchy culture shows 
significance. The significant level is near 0.05. The correlation coefficient is 0.58, which 
means the relationship between organizational leadership and organizational 
communication relationships is negative. Yet, it is not strong correlation since the 
coefficient is not near 1.  
Besides, the relationship between organizational glue and organizational communication 
relationships in clan culture shows significance as the significant level is near 0.05. The 
correlation coefficient is 0.592, which means the relationship between organizational glue 
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and organizational communication relationship in clan culture is negative. As the 
coefficient is not close to 1, the correlation is not a strong one. 
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CHAPTER SEVEN 
Discussion 
7.1 Introduction 
In this chapter, discussion will be made according to the analysis from the previous 
chapter. First, in section 7.2, discussion will be made on the overall culture profile of the 
construction companies under the Building Category of the List of Approved Contractors 
for Public Works from Environment, Transport and Works Bureau. Besides, 
investigations which have been done on the culture profile according to the years of 
engagement, size of the company and project contract sum will be given. 
After the discussion on the organizational culture, discussion will be made for the results 
of analysis 2 in section 7.3. The communication direction of flow and the organizational 
communication relationships within the construction companies will be discussed. 
At the end of this chapter, section 7.4, the relationship between the direction of 
communication flow and organizational culture, and between the organizational 
communication relationships and organizational culture will be examined based on the 
responded construction companies. Further discussion will be made on the relationship 
with the dimensions of organizational culture profile. 
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7.2 Discussion of Analysis for Objective 1 
Performance of organization depends very much on communication. In order to manage 
the organization well, it is essential to understand the dominant culture within the 
organization or the industry. In this research, the sample chosen is the construction 
companies responsible for government building public works. OCAI instrument and 
competing values framework is utilized to assess the current situation of the organizations. 
Therefore, clear insight for changes in communication can be made efficiently and 
effectively. 
7.2.1 Overall culture profile for the respondents companies 
The averaged overall organizational culture profile shows that most of the responded 
construction companies under the Approved Contractors for Public Works from 
Environment, Transport and Works Bureau List are not characterized by only one type of 
culture. Instead, they are dominated by a mix of clan and hierarchy culture. 
This indicates that most of the construction companies within the sample companies are 
having a common feature. They tend to have the characteristics of the clan and hierarchy 
culture, which emphasizes cohesion, loyalty and morale, together with human resources 
development and communication, under stable control.  
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The tendency of towards hierarchy culture in dimension of dominant characteristics 
reflects that the working environment is a formalized and structured place, where people 
have to be in good coordination through communication or other methods. Besides, the 
formal or informal rules regulate the company to be under smooth running condition. In 
dimension of organizational leadership, it shows the dominance in hierarchy culture. It 
implies that the leaders are considered as coordinator, monitor or organizer. They are 
capable of controlling, administering and maintaining efficiency. 
In the dimension of management of employees, the companies show the dominance in 
clan culture. This indicates that the companies concern much on teamwork, participation, 
commitment and consensus. They respond to the customers quickly, which lead them to 
the road of success. In the dimension of organizational glue, the survey shows that there 
is dominance in hierarchy culture. The glue that holds the company together is the formal 
rules and policies. In terms of strategic emphases, hierarchy culture also plays an 
important role that it emphasizes on permanence and stability. In dimension of criteria of 
success, clan and hierarchy culture dominate the same degree. Efficiency and smooth 
operations, along with teamwork spirit and employee commitment, are all critical.  
The respondents companies generally show to have a hierarchy and clan culture profile. 
This is reasonable since the construction industry in Hong Kong has been developed for a 
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long period of time. The culture has been developed well into a stable and efficient 
working environment. On the contrary, those young industries may have a rather dynamic 
working environment. 
The overall culture profile in this research provides a general overview to the construction 
companies under the List of Approved Contractors for Public Works from Environment, 
Transport and Works Bureau. It does not include all kinds of construction companies, for 
example, civil engineering, foundation work…etc.  
Although clan and hierarchy culture are found to be dominant in organizational culture of 
the construction companies, it is interested to know whether the four culture types are 
significantly different from one another.  
One-way ANOVA has been carried out in order to test the significant difference of the 
culture types in the overall organizational culture of the construction companies. The 
result shows that there is significant difference among the four culture types. Further Post 
Hoc test shows that there is significant difference between clan and adhocracy culture, 
between market and adhocracy culture, between hierarchy and adhocracy culture. 
This phenomenon can be explained by the characteristics of construction industry. 
Underlying value of the workers in construction companies holds that it is safe to follow 
traditional methods of construction and it is better to follow the guidelines from the 
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seniors or the company rules. Adhocracy culture, being innovative and independent as its 
characteristics, is not dominant in construction companies. While clan culture, being a 
family-liked working environment and cooperative encouraging atmosphere; market 
culture, being competitive and focusing on external positioning; and hierarchy culture, 
being well-structured and stable, are all suitable to be applied in construction companies. 
Therefore, adhocracy culture is significantly different from other culture types. 
After having the overview on the overall culture profile of the construction companies, 
the following section is going to discuss the culture profile in terms of years of existence, 
size and contract sum. 
7.2.2 Overall culture profile classified by years of engagement 
In Chapter two, some academics and literature have regarded the year of existence to be 
one of the factors in affecting the organizational culture. This means that the different 
years of engagement in the industry will have different types of culture. In this analysis, 
the responded companies are classified into two groups: 1) more or equal to 30 years 2) 
less than 30 years, to see if this factor affects their overall culture profile. It was found 
that the two groups have a different type of culture profile.   
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The overall culture profiles for companies aged ≥ 30 years have a hierarchy culture which 
has a formalized and structured working environment; that of the companies aged < 30 
years have a dominant clan culture which has a friendly place to work in.  
For group with companies ≥ 30 years, the years of establishment is longer and thus can 
achieve a rather stable development. They do not tend to fight for greater market 
penetration and market share. The stable development already provides them with certain 
degree of reputation in the industry. In times of tendering, a system that awarding project 
works, these high reputation companies could be awarded the project. It is because the 
selective tendering system allows for choosing a preferable contractor by the clients. Thus, 
good reputation companies with much experience in the industry will have privilege in 
getting the job award. As a result, companies with long years of engagement could enjoy 
this advantage and do not aim at striving for higher profits and market share. Long 
established companies thus could have a structured and stable working environment. 
As for the companies with short duration of engagement, their culture is rather like a 
family. The commitment of employees is high that the company concerns for the human 
resources development. Training for the staff leads them to be sensitive to the clients and 
response quickly. Construction industry requires constant communication with different 
parties, including architects, clients and different professionals. It is essential to react and 
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response quick to them. Some instructions from architects or engineers and from clients 
may be urgent and important. Therefore, in order to build up a higher degree of reputation 
and secure the market share, companies with less years of existence will have to be 
custom-oriented. 
In considering the dimension of dominant characteristics, group with duration existence ≥ 
30 years tends to be hierarchy culture, which is the same as the overall culture profile. 
This implies that the longer the duration of existence, the higher the tendency is the 
hierarchy culture. As for the group with duration existence < 30 years, they show the 
tendency of clan culture, which is consistent with the overall culture profile for the group.  
For the dimension of organizational leadership in the group with duration existence ≥ 30 
years, leaders act as a coordinator, monitor and organizer. They possess better knowledge 
and experience in the industry than those in younger companies. They are much more 
confidence in the field. And thus, they could give guidance and supervision to their 
teammates and their coworkers. As for the group with duration existence < 30 years, 
leaders tend to be hard-driver, competitor or producer. Since the company is not 
established for a long period of time, the market place of the company has to be secured 
by gaining more opportunities. The leaders tend to be goal-oriented. They play the role of 
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hard-driver and competitor. The leadership style is to direct, negotiate and motivate their 
teammates.  
In the dimension of management of employees, group with ≥30 years has strong 
emphases on external positioning. Companies of long existence usually have to maintain 
its competitiveness through making profits and develop long term goal for themselves. 
Therefore, they tend to have a high demand management style. As for the group with <30 
years, teammates are encouraged to be innovative. This is because the companies are 
relatively new, thus they could use new and creative way of management.  
In terms of strategic emphases, companies with ≥30 years emphasize on trust and human 
development while another group of companies emphasize on efficiency and smooth 
operation. In terms of criteria of success, companies with ≥30 years has smooth 
scheduling and low cost production to be their critical criteria of success; for those with < 
30 years, they treat teamwork, employee commitment and development of human 
resources as their criteria of success.  
For the dimension of organizational glue, there is no difference with the overall culture 
profile without any groupings. Therefore, they do not have much difference in 
organizational glue by the effect of the age of a company. 
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Though dominance of certain culture types can be found in different dimensions of the 
organizational culture profile, not all the result shows the significance. It means that the 
dimensions of culture profile do not respond significantly to the culture type under the 
influence of years of engagement. Only the relationship between the dimension of 
strategic emphases and clan culture is found to be significant. This is probably due to the 
low response rate or small sample size of the questionnaire survey. 
After getting the picture of the overall culture profiles classified by years of engagement, 
it is better to go in-dept to the significant difference among the four culture types. Two-
way ANOVA is carried out to investigate the significant difference among the culture 
types when classified by years of engagement. Result shows that there is no significant 
difference generated from the classification. Yet, further Post Hoc test found that three 
relationships are significantly different. They are the clan culture and adhocracy culture, 
and hierarchy culture and adhocracy culture. 
7.2.3 Overall culture profile classified by size 
Some literatures have reviewed the size of the company to be one of the major factors in 
affecting the organizational culture. This is different types of culture will depend on the 
size of the company. In this analysis, the responded companies are classified into two 
groups: 1) more or equal to 500 staff 2) less than 500 staff, to see if this factor affects 
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their overall culture profile. It was found that the two groups have a different type of 
culture profile. 
Those companies with ≥ 500 staff have dominance in hierarchy culture, while those with 
< 500 staff have dominance in clan culture. The significance of the effect of the size on 
the hierarchy culture is larger than that on clan culture. Still, there are some reasons for 
generating this result. 
Hierarchy culture dominates in larger company because there must be standardized rules 
and policies to regulate the company. Besides, there are some procedures governing the 
people to work on. Large companies thus are dominated by hierarchy culture. On the 
other hand, clan culture companies show great effect from number of staff because the 
working environment and atmosphere is harmony and warm. Worker can share 
themselves and commit to the company under a family-liked atmosphere. Moreover, 
small number of people in the company allows more interaction among the workers than 
those companies with more staff. Thus, more effects from number of people in the 
company will be on the clan culture. 
In dimension of organizational leadership, hierarchy culture shows the strongest one in 
companies ≥ 500 staff  and clan culture is the strongest one in companies < 500 staff. It 
has the same phenomenon as the whole culture profile. While in dimension of 
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management of employee, clan culture shows the strongest one in staff ≥ 500 staff and < 
500 staff.  
In organizational glue, hierarchy culture shows the strongest one in both groups of 
companies.  In strategic emphases, clan and adhocracy culture shows the strongest in 
companies with ≥ 500 staff and hierarchy culture shows strongest in companies < 500 
staff. Lastly, market culture shows the strongest in criteria of success which companies 
has ≥ 500 staff and clan culture shows the strongest in companies with < 500 staff. 
On the whole, size of the company shows significant effect on some dimensions of the 
culture profile. There is significant effect on dominant characteristics and organizational 
leadership in hierarchy culture, management of employees in clan and market culture, 
strategic emphases in clan, market and adhocracy culture, and criteria of success in 
market and hierarchy culture. The overall culture profile is significantly different in 
hierarchy culture under the classification of company size.  
Though having the overall organizational culture profile under the classification of 
company size, it is not known the significant difference between the four culture types. 
The result from Two-way ANOVA shows that the culture type responds slightly with the 
size of companies. Further Post Hoc test reflects that significant relationship between 
adhocracy culture and hierarchy culture under the classification of company size. 
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7.2.4 Overall culture profile classified by project contract sum 
Apart from the effect of duration of engagement and size of the company, contract sum is 
also tested to see its effect on the types of culture. Companies are divided into two groups 
that one is ≥ 1 billion HKD in project sum, while another is < 1 billion HKD. Result 
shows that the significance is difficult to be generated. Moreover, the effect of contract 
sum on the two groups is the same. There is not much difference from the overall 
organizational culture. 
The insignificant effect of project contract sum on types of culture is low due to several 
reasons. Firstly, construction companies usually have different departments and different 
project teams. Very often, culture is different in different project teams. Different projects 
have different contract sum amount. In other words, different culture will exist in 
different project teams. The projects may be large or small depending on the contract sum 
amount. Construction companies thus could have overall organizational culture. There 
will not be great significance of culture types dominant in different amount of contract 
sum. Therefore, it is hard to conclude the dominance of culture type in construction 
companies by the classification of contract sum.  
Furthermore, hierarchy culture has strongest effect on dominant characteristics and 
organizational leadership dimension which the project contract sum is more than 1 billion. 
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This is because the larger project requires more structured and organized culture. Besides, 
those with adhocracy culture are the strongest in project contract sum less than 1 billion. 
Smaller sized project allows greater individual freedom. Therefore, this situation explains 
why adhocracy culture has a greater effect on small sized projects. 
Dimension of management of employee of adhocracy culture has strong effects on both 
large and small sized projects. Dimension of organizational glue of hierarchy culture 
shows the strongest in both types of projects too. However, the significance is not high. 
Strong relationship between them cannot be established. As for strategic emphases, clan 
culture is the strongest in the sum more than 1 billion and hierarchy is the strongest one in 
the sum less than 1 billion. Lastly, there is not much dominance of culture in criteria of 
success in both groups. Likewise, there is not strong significance between their 
relationships. Therefore, it is hard to conclude the relationship between them. 
As there is no significant relationship found from the Kruskal-Wallis test, in which the 
result is the same as that in Two-way ANOVA test. Further Post Hoc test could only 
reflect the significant relationship between adhocracy and clan culture, between 
adhocracy and market culture, and adhocracy and hierarchy culture.  
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7.3 Discussion of Analysis for Objective 2 
In this section of discussion, it is divided into two parts. The first one is about the 
direction of communication flow of the respondents companies. The second one is about 
the organizational communication relationships of the ten companies. 
7.3.1 Direction of Communication flow 
Communication flow of the construction companies has been proved to be downward in 
the previous chapter. In this section, direction of communication flow will be discussed. 
Moreover, further elaboration on the direction of flow will be presented. 
First of all, the difference between “amount of information needed to receive” and 
“amount of information received currently” shows the measure of satisfaction in the 
communication process. Ten companies show that the communication process is 
moderately satisfied because the amount of information needed to receive is more than 
that received currently. Only two items in the question show the opposite results.  
Items under section 2 of the questionnaire are divided into four categories. The first three 
categories will be discussed in this section. From table 16, nearly all information received 
currently is less than the expected. The average score difference between the two 
perspectives ranges from 0.66 to -0.04. The highest score, 0.66, goes to the information 
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about self-promotion and advancement opportunities in the company. The lowest score 
are -0.01 and -0.04, which demonstrates that information received is more than expected. 
They are the specific problems faced by management and through informal channels to 
get the sources of information.  
For the highest score in the “difference”, which means the information needed to receive 
is more than received currently. It is reasonable that information about promotion and 
advancement of the worker is very difficult to get. It is also normal that such information 
would not be mentioned by the seniors very often and asked by the subordinates all the 
time. Therefore, the direction of flow would be downward and passive, from the senior 
management level to the staff level.  
As for the lowest score in the difference between amounts of information received and 
needed to receive, this implies that the amount of information received is more than that 
needed to receive. Specific problems faced in management by the staff are obvious that 
subordinates are the front-line staffs who are managed by the seniors. Any specific 
problems encountered can be easily spotted by them during operation. Another score 
which is the lowest one is that the source of information through informal channel. It is 
not surprising that workers could get much information through informal channel than 
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other channels. It is because this source of information allows the workers to get the news 
or information of the company casually, for example, gossips. 
After discussing the difference score between the two perspectives, the researcher would 
like to talk about the scores in the amount of information received recently and needed to 
receive respectively. Regarding the amount of information received currently, the highest 
score is the sources of information got from coworkers in the own unit team. It shows that 
the communication flow between coworkers is quite strong. Whereas the lowest score is 
the sources of information received from the top management, which means the 
communication flow with them is passive and limited.  
As for the amount of information needed to receive, the highest score is the job duties. It 
is because the staff would like to get more information about their duties and 
responsibilities, so that they would not make any mistakes in working. For the lowest 
score, it is the information about makes and failures of the staffs’ company. There is not 
much information expected to receive because staff would not like to hear such kind of 
information from the senior officers.  
In the third category, “sources of information” shows the direction of communication 
flow. The communication between coworkers or the same level of staff is rather easy. The 
difference between the information received and needed to receive is the lowest in the 
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category. It is because they can exchange information at anytime and in either formal or 
informal way. Up to a higher level of the company, communication with the supervisors 
is less preferable of getting sufficient information. The degree of satisfaction decreases. 
When there is communication with the top management, it is the most difficult one 
because the communication flow with them is rather passive. Under normal 
circumstances, junior staff would not request information directly from the top 
management level, which bypasses the immediate supervisors. Norms in construction 
companies consider that this behaviour to be impolite. Therefore, the communication with 
the higher management level is slower and not effective.  
In the overall score, amount of information needed to receive is more than amount of 
information actually received by 0.31. This implies the tendency of downward 
communication flow. Besides, test of relationship has been done by Wilcoxon signed rank 
test to show the direction of flow. Based on the assumption that “amount of information 
expected to receive” more than the “amount of information needed to receive”, 
significance is shown to be high. In conclusion, the direction of communication flow in 
construction companies in Hong Kong is downward.   
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7.3.2 Organizational Communication Relationships 
From the table 18 in previous chapter, the result shows that the overall averaged score of 
communication between the staff with coworker, supervisor and top management is 3.23, 
which is moderately satisfied.  
In this result, comparison between these three relationships within the companies is made. 
As it is already assumed that the questionnaire is answered from the viewpoint of workers, 
the comparison will be made between coworkers and coworkers, between coworkers and 
supervisor, and between coworkers and top management. Relationship among the 
coworkers is the highest, compared with that of supervisor and top management. 
Followed by coworker, coworkers’ relationship with supervisor is the second one. The 
least satisfied relationship is the coworkers’ communication with the top management.    
Communication with coworkers is always the easiest and the most efficient one. Workers 
could request for information from their colleagues from time to time, by any means. 
They do not have to suffer from great barriers in communication. Besides, this type of 
communication is regarded horizontal flow that within the same level of company. 
Communication with the supervisors is less efficient and satisfied than that with 
coworkers. This is because the communication between coworkers and supervisors are 
mainly focused on the job through formal communication. Informal communication 
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would be less for social gathering and enhancing their relationship though it is not 
uncommon.  
For the communication with the top management, it is the least satisfied. As mentioned in 
the previous section before, people tend to reply on the supervisors to transmit their 
messages up to the management level. This relationship is the most remote one that not 
much direct communication or contact could be achieved.  
Having derived the organizational communication relationships of the three groups of 
people, it is necessary to test if the result is significantly different from each other. One-
way ANOVA is carried out and the result shows that there is a slight significant 
relationship between the three groups of people, coworkers, supervisors and top 
management.  
Further Post Hoc test is carried out in this investigation with a view discovering 
significant relationship between the three groups of people. Result shows that there is a 
significant relationship between coworkers and top management. It reflects that there is 
commonly a lack of satisfaction in communication between coworkers and top 
management. It may be due to some reasons like resistant of the coworkers to 
communicate with top management and reluctant of the subordinates to communicate 
negative feedback to their superiors. 
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7.4 Discussion of Analysis for Objective 3 
In this section of discussion, two relationships will be discussed. The first one is the 
linkage between organizational culture and direction of communication flow. The second 
one is the linkage between organizational culture and the communication relationship. 
7.4.1 Relationship  between Organizational culture profile and Direction of 
Communication flow 
The relationship between organizational culture and direction of communication flow is 
tested by Spearman Correlation Coefficient. The Spearman Correlation Coefficient is 
used as a test of association between the two variables. The organizational culture profile 
is divided into four types for analysis. The purpose is to see if there is relationship 
between these four types of culture and the direction of flow. Also, it is to see which 
relationship is the significant and how the correlation is. In this part, the researcher is 
going to discuss more on this relationship. 
From table 21 of previous chapter, the relationship between clan culture and the direction 
of communication flow is negatively correlated. The relationship between adhocracy 
culture and the direction of communication flow is not very significant, while the same 
situation happens on the market culture as well. The significant level is very high that the 
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relationship is not strong. As for the hierarchy culture, its relationship with the direction 
of flow is positively correlated.  
In clan culture, the negative relationship with the direction of communication flow 
implies that the direction of flow tends to be upward. Communication flows from 
employees’ level up the chain of command, either formally or informally. Clan culture is 
dominated with upward direction of communication flow because of several reasons. 
Firstly, people tend to follow past experience and traditions of the company in clan 
culture. When handling some operations and job procedures, staff in clan culture 
companies always operate based on the experience and opinions from the senior staff. 
Before they carry out with their work, they ask for permission or recommendation from 
the seniors. Secondly, leaders in clan culture companies act as facilitator, mentor or 
parents. They like to report of what they have done to their supervisors and seniors. This 
shows the downward flow of communication. Besides, employee involvement is 
emphasized in clan culture. Employees are encouraged to voice their suggestions 
regarding how to improve their own work and performance of the company through 
quality circles. The empowering environment enhances the communication of the 
employees from worker level to the senior level.  
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Another culture type shows significant relationship with direction of communication flow 
is the hierarchy culture. The relationship between them is positively correlated that tends 
to be downward – from the seniors to staff level. Hierarchy culture companies are held 
together by standardized rules, policies and procedures. Leaders act as coordinator, 
monitor and organizer.  They give instructions and guidance to their subordinates and 
staff. This shows the downward direction of communication flow. Also, tasks and 
functions are integrated and coordinated. Workers and jobs are under control. The way 
that workers perform and carry out the task follows the instructions from the leaders and 
the seniors. Large organizations usually are dominated by this type of culture. The stable 
and structured companies typically have the characteristics of this culture type. 
Construction companies, with over or equal to 30 years of operation in the industry, 
mostly are dominated hierarchy culture. This can be proved from the questionnaire survey 
of this research. The questionnaire survey result also shows that the direction of 
communication flows from senior level to the lower level of the company. Furthermore, 
some large companies have to be accountable to the public that they have to be 
responsible to their stakeholders. Accountability is important that following the 
instructions from the supervisors is very essential.  
In adhocracy and market culture, the significance of the relationship with direction of 
communication flow is not high enough. Relationship between the two may not be 
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established well. Adhocracy culture focuses on dynamic and entrepreneurial working 
environment. Success is based on the achieving uniqueness and creativity. Staff in the 
organization is encouraged to individual development. They are initiated to be 
independent and freedom for self-development. Construction industry generally does not 
acquire this kind of culture as cooperation is important in the construction process. 
Interdependency is not encouraged that communication flow is limited. Therefore, 
adhocracy culture does not show strong correlation with direction of communication flow. 
As for the market culture, companies are competitive and goal-oriented. People focus on 
external achievements, such as greater market share and penetration. External positioning 
and reputation is important for the companies, but it is not as essential as the 
characteristics of other cultures in the construction industry. Construction companies in 
Hong Kong mostly do not acquire market culture, as proved in the previous chapter. 
Therefore, market culture does not hold significant relationship with the direction of 
communication flow. 
Having generated the relationship between culture types and direction of communication 
flow, a further diagnosis of relationship between dimensions of culture profiles and the 
direction of communication flow has been made. It is hoped that the test could derive 
some significant relationship between the two variables. Yet, there are no significant 
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results generated from the test of association. One of the probable reasons is the low 
response rate or small sample size in the questionnaire survey. The limited size of the 
sample inhibits the significant relationships generated from the test. 
7.4.2 Relationship  between Organizational culture profile and Organizational  
Communication Relationships 
Another relationship has been analyzed in the previous chapter is that between 
organizational culture and organizational communication relationship. Similarly, it is 
tested by Spearman Correlation Coefficient. The Spearman Correlation Coefficient is 
used as a test of association between the two variables. The purpose is to see if there is 
relationship established between the four types of culture and the communication 
relationship within the construction companies. The strength of the relationship is tested 
and discussion of the result will be elaborated in this section. 
From table 23 in the previous chapter, the relationship between organizational culture and 
communication relationship in clan culture and market culture is positively correlated. On 
the other hand, adhocracy culture and hierarchy culture bears the negative relationship 
between the two variables. The characteristics of the construction companies could tell 
such differences. 
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In clan culture, strong and positive correlation has been established with organizational 
communication relationship. Companies with clan culture are characterized by internal 
matters of the organization. Not only teamwork is emphasized, but the family-liked 
working environment also. Such environment encourages the workers to share a lot 
among them. Cooperation and coordination is important for ensuring the smooth 
operation of the organization. Communication is therefore important in coordinating 
among different departments.  
Apart from that, construction companies put the basis of success on internal climate and 
concern for the workers. The staffs participate in the work and have commitment towards 
the company. Trust has been developed among themselves. Communication, thus, plays 
an important role in establishing these culture characteristics.  
Another point to mention is that the strength of communication relationship is directly 
related with this type of culture. In other words, the stronger the communication 
relationship in the company, the stronger is the characteristics of clan culture.  
Market culture also has significant positive correlation with communication relationship. 
It implies that the strength of the market culture increases with the communication 
relationship. Construction companies usually would like to increase their market share 
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and penetration. Companies tend to focus on external environment, rather than internal 
affairs.  
However, companies cannot survive for long if there is no mission or strategy in 
competing and striving in the market, as the companies operate under the market 
mechanism. Therefore, in order to maintain the competitiveness and reputation in the 
market, companies have to have a clear purpose and strategy of company. This concept 
and mission of the companies has to be stated clearly. Top management and senior 
managers can transmit this message and direction to the staff and workers. As a result, 
market culture is strongly correlated with communication relationship in the sense that the 
clear strategy and goal of the company has to be transmitted clearly from the top 
management level to staff level. The market reputation and penetration can then be 
maintained. 
Adhocracy culture bears a negative correlation with communication relationship. 
Companies in adhocracy culture encourage individual development and freedom. The 
company initiates the staff to be creative and self-motivated. Unlike hierarchy culture, 
there is no centralized power and authority in the company. Power flows from individual 
to individual and from task team to task team, depending on what problem is being 
addressed. Strong emphasis also is put on the dynamics. Units or teams in the company 
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are flexible and in temporary nature. Communication between the teams and units is 
therefore not highly demanded.  
The respondents companies in this research show a negative correlation between 
adhocracy organizational culture and communication relationship. Construction 
companies do have centralized power and authority. Cooperation between teams and units 
is highly demanded. A lack of communication in the company will lead to delay of 
progress or extension of time, due to late response in certain instructions.  
In hierarchy culture, companies have negative correlation between the culture and 
communication relationship. With reference to the previous chapter, the respondents’ 
construction companies are mainly dominated with hierarchy culture. It is noted that 
hierarchy culture companies support centralization that decision making is the major duty 
of the leaders. Besides, schemes and guidelines are set in the company to coordinate 
different departments and work teams. Bureaucracy dominates the company. Rules and 
standardized procedures govern the staff. These rules and company governance help to 
coordinate different departments and teams. The company is held together by these rules. 
Communication is, thus, not highly essential. Communication relationship is not strongly 
directed with the culture.  
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Having generated the relationship between culture types and organizational 
communication relationships, a further diagnosis of relationship between dimensions of 
culture profiles and the organizational communication relationships has been made. 
Result shows that only a slight significant relationship between organizational leadership 
and hierarchy culture and between organizational glue and clan culture is found. However, 
the relationship is not a strong one. Besides, there is not much significant relationship 
found from the diagnosis. Therefore, the low response rate and small sample size inhibits 
significant relationship generated between dimensions of culture profiles and 
organizational communication relationships 
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CHAPTER EIGHT 
Conclusion 
8.1 Concluding Remarks 
Effective performance is highly demanded in construction industry. A large amount of 
information, drawings, instructions…etc are transferred from one to another within the 
construction companies everyday.  Messages must be transmitted without any distortion 
and delay so that work can be done. Mutual understanding to the messages is required as 
well. As a result, communication plays an important role in the daily operation of 
construction companies. However, as mentioned before, organizational culture could 
have different effects on the communication of an organization. Thus, the relationship 
between organizational culture and communication of the construction companies under 
the List of Approved Contractors for Public Works from Environment, Transport and 
Works Bureau is examined to see if there is any linkage between the two. Examination 
has been carried out in order to achieve the objectives of this research. 
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The objectives of this research are stated as follows:  
1 To understand and diagnose the organizational culture profiles of the construction 
companies in Hong Kong 
2 To identify the direction of communication flow and communication relationship of 
the construction companies in Hong Kong 
3 To find out the relationship between the organizational culture and the direction of 
communication flow; and communication relationship of the construction companies 
in Hong Kong 
In order to generate a comprehensive and clear conclusion for the research, the 
conclusion will be presented according to the objectives of the research. 
Objective 1 
Objective one aims at finding the overall organizational culture profile for the 
construction companies in Hong Kong. Besides, it aims at discovering if there is 
significant difference of organizational culture profile under the classification of years of 
engagement, size and project contract sum of the construction companies in Hong Kong. 
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Results show that most of the organizational cultures of the respondents companies are 
clan and hierarchy. The relationship between clan and adhocracy culture, between market 
and adhocracy culture, and between hierarchy and adhocracy culture is significantly 
different from other culture types’ relationships.  
Different tests have been carried as well to test if the age, size and contract sum of the 
company will affect the dominant organizational culture. It was discovered that no 
significant effect on the organizational culture has been found in the classification of 
years of engagement and project contract sum of the construction companies. However, 
significant effects are found in hierarchy culture under the classification of size of the 
construction companies.  
Objective 2 
For objective two, direction of communication flow and organizational communication 
relationships within the construction company are to be found in the construction 
companies in Hong Kong.  
The direction of communication flow of construction companies in Hong Kong is 
generally downward, in which information and messages flow from the superior to the 
subordinate. Yet, the difference between “amount of information needed to receive” and 
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“amount of information received currently” is not large. Upward communication flow is 
also significant. Thus, mutual communication between the superior and the subordinate 
exists.  
As for the organizational communication relationships, it is found that the coworker 
relationship gets the highest satisfaction from the communication process within the 
construction companies, while top management relationship gets the lowest satisfaction 
of the communication process. Furthermore, there is a significant difference of 
relationship found between the coworker and the top management. 
Objective 3 
For objective three, relationships between organizational culture and direction of 
communication flow, and between organizational culture and organizational 
communication relationships are to be found in the construction companies in Hong 
Kong. In addition, the two relationships are tested against the six dimensions of 
organizational culture. It is to see if there is any significant effect on the organizational 
culture profiles. 
The relationship between clan culture and direction of communication flow is negatively 
correlated, while the relationship between hierarchy culture and direction of 
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communication flow is positively correlated. However, there is no significant relationship 
of adhocracy and market culture with the direction of communication flow.  
As for the correlation between organizational culture and organizational communication 
relationships, clan and market culture shows a positive correlation.  In adhocracy and 
hierarchy culture, it has a negative relationship with communication relationship.  
In the investigation of the six dimensions of culture profiles, both relationships between 
organizational culture and direction of communication flow, and between organizational 
culture and organizational communication relationships are not significant. It may be due 
to the low response rate of the survey. 
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8.2 Implication of the study 
After finishing the study on the relationship between organizational culture and 
communication, it is discovered that the satisfaction of communication is low in certain 
communication aspects. In receiving information with top management, the amount of 
information received actually is not as much as expected. However, the amount of 
information received from coworkers and in the way of informal channel, the satisfaction 
is higher. Apart from that, the communication relationship between coworker and 
management level is not as satisfactory as that among the coworker level. From this 
result, improvement of the communication between management level and the coworker 
should be made. Better communication relationship and communication channel could 
allow efficiency of information transfer. This can enhance the working performance and 
increase the quality of work. 
Some construction companies, who are found to be dominant in clan culture, should 
improve their upward communication channel. Communication is regarded as important 
in the construction industry. Upward communication serves as an attention to the social 
needs of the employees. It also acts as a channel to feedback the performance of the 
management of the company. As clan culture dominant in the construction companies 
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shows that upward direction of communication flow is found to be significant, companies 
with company culture profiles which does not show significant relationship with upward 
relationship, therefore, should raise the awareness in upward channel of communication. 
Furthermore, mismatch of the organizational culture in the company could lead to 
organizational ineffectiveness. For example, if adhocracy culture is the dominant culture 
type in the company, communication is thus not very essential within the company.  
However, when the industry requires the companies to be dominant in clan culture, then 
the communication will be inhabited and information transfer will be slower. 
Communication relationships among the members of the organization will be worsened. 
Working performance will not be efficient and effective. Therefore, understanding the 
culture profile and the communication pattern from this research allows good 
organizational performance. Whenever mismatch of organizational culture is discovered, 
measures can be implemented to change the culture type.  
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8.3 Limitation of the study 
In this research, there are several limitations. The insufficiencies are stated for further 
improvement in future research.  
8.3.1 Response rate 
It is the major limitation of this study. The response rate of this research is 20%. Ten 
questionnaires are sent to each company. Out of the 50 targeted companies, only 12 
companies reply finally. Many measures have been done in order to secure the response 
rate. Permission is given through phone call before the questionnaires are sent. Besides, 
return stamped envelopes are provided for convenience. Detailed instructions are given 
for guidance. Though e-mail address and contact number has been given in the 
questionnaires, responses from the respondents are not high enough.  
Follow-up phone calls have been made subsequently. Many respondents of the company 
could not spare much time for filling in the questionnaires. It is not easy to collect ten 
questionnaires from each of the company, but some are very kind to participate in the 
questionnaire survey. For those companies who could not return 10 questionnaires, they 
are screened out for accuracy of the data.  
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In considering the valid companies, 10 out of 50 companies are thought to be insufficient 
for analysis. It is not a high figure for the response rate. The study thus could not provide 
a supportive figure for showing the dominant culture for all the construction companies 
under the List of Approved Contractors for Public Works from Environment, Transport 
and Works Bureau, which are hierarchy and clan culture.  
8.3.2 Accuracy  
Another limitation is the accuracy of the data. Different construction companies have 
different number of staff. Some companies have large number of staff, which is more 
than a thousand of staff. This could not provide a conclusive idea for the culture and 
communication dimension for the company. The ten respondents of the company 
probably is just one percent of the whole staff in the organization. As a result, the 
opinions given may not be comprehensive enough.  
On the other hand, some companies have small number of administrative staff, which is 
less than 10 staff. As the insufficient number of respondents from a company is 
considered to generate the relevant analysis, therefore, the company is screened out. 
Similarly, not all the companies reply the ten questionnaires. Companies with less than 
ten questionnaires replying are screened out.  
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Some large companies have different departments and different project site. The 
questionnaires are usually sent to the human resources department or the company 
contact person. It is not sure if the questionnaires are distributed to other departments or 
project sites. Opinions are different in different department and project site. Responses 
from only one department may not reflect the whole image of the company. 
8.3.3 Confidentiality 
Some of the information in the section three of the questionnaires is left blank. Detailed 
instructions are written clearly in the questionnaire and the cover letter. Promise to keep 
the data confidential is also stated. It is for ensuring the respondents to answer the 
questions genuinely and give the true picture of the current situation of the company. 
However, some respondents leave blank in certain questions, which may try to hide that 
for the company. The researcher does not certain if other respondents think the same. 
8.3.4 Time 
Time is another limitation. Among the companies in the List of Approved Contractors for 
Public Works from Environment, Transport and Works Bureau, only 50 companies are 
selected randomly. It is due to time limitation. Extension of time limit to the research will 
allow the possibility of carrying out questionnaire survey for more than 50 companies. 
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This will increase the validity and reliability of the data analysis and the results. Besides, 
more time given allows for doing more than one sample of target group, so that 
comparison can be done for further research.  
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8.4 Recommendation for Further Studies 
In this study, relationship between organizational culture and communication of 
construction companies under the List of Approved Contractors for Public Works from 
Environment, Transport and Works Bureau has been studied. Yet, only a portion of the 
construction companies are studied. This is not conclusive enough to describe the 
organizational culture for the whole situation. The limitations are those mentioned in the 
previous chapter. It is recommended that more encouraging method for participating in 
the research is needed. Besides, more effective way of collecting data may be used, 
instead of distributing 10 sets of questionnaires.  
Apart from that, the relationship between organizational culture and communication is 
only studied in two aspects, direction of flow and communication relationship. Further 
studies can be more specific that more aspects of communication would be studied. For 
example, the effectiveness of communication could be studied so that improvement of the 
current communication situation can be made. A better communication pattern in 
matching the culture profile of the company could be achieved. Implementation of 
management strategies could be applied by referring to the ideal organizational culture 
profiles. 
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Understanding more on organizational culture profiles can actually help the companies a 
lot in implementing different management strategies, apart from communication 
measures. Studying the organizational culture profiles and the ideal profile for 
implementing a specific strategy, the company could then implement these measures 
effectively. Therefore, more other areas can be studied, not only communication, why 
may require a change in culture profile. 
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Appendix 1: Cover Letter for the Questionnaire Survey 
Dear Sir/Madam, 1st March, 2006 
Re: Questionnaire survey for Final Year Dissertation 
I am a year 3 student of the Department of Real Estate and Construction in the University 
of Hong Kong. I am now working with my dissertation, titled “Examination of the 
Relationship between Organizational culture and Communication of construction companies 
in Hong Kong”.  
In the research, relationship between organizational culture and communication will be 
investigated. Practical information from the construction industry is needed. As lots of data 
from the construction industry are required, I need your kindly help in completing the 
questionnaire. 
10 questionnaires are needed to be completed from your company. Different members 
from your company are invited to answer the questionnaire. It is to have a comprehensive 
way in understanding the company culture and communication. All the information provided 
is of highly confidential. Data collected will solely be used for academic purposes. Your 
name is definitely unnecessary. It is estimated that the questionnaire will only spend you 
about 10 minutes to finish. Your friendly help will surely contribute to the success of my 
research. 
Finally, I would like to express my greatest appreciation to thank for you kind attend and 
grateful help. The questionnaire is divided into three sections. Instructions have been given. 
After finishing the questionnaire, please return it with the stamped envelope or e-mail to me. 
Should you have any enquires, please feel free to contact me through e-mail 
anitalichingman@yahoo.com.hk or contact me at 93436599. Thank you very much for your 
help. 
Yours faithfully, 
 
Anita Li 
General Instructions
Section I : Organizational culture of your company
Instructions for Section I
Explanations of the scale
1  - This statement never applies to your company.
2  - This statement seldom applies to your company.
3  - This statement sometimes applies to your company.
4  - This statement applies to your company most of the time.
5  - This statement always applies to your company.
Question
Never 
Apply
Always 
Apply
1. The organization is a very personal place. It is like an extended family.People seem to share a lots of themselves. 1 2 3 4 5
2. The organization is a very dynamic and entrepreneurial place. Peopleare willing to stick their nexks out and take risks. 1 2 3 4 5
3.
The organization is very results oriented. A major concern is with
getting the job done. People are very competitive and achievement
oriented.
1 2 3 4 5
4. The organization is a very controlled and structured place. Formalprocedures generally govern what people do. 1 2 3 4 5
5. The leadership in the organization is generally considered to exemplifymentoring, facilitating, or nurturing. 1 2 3 4 5
6. The leadership in the organization is generally considered to exemplifyentrepreneurship, innovating, or risk taking. 1 2 3 4 5
7. The leadership in the organization is generally considered to exemplifya no-nonsense, aggressive, results-oriented focus. 1 2 3 4 5
8. The leadership in the organization is generally considered to exemplifycoordinating, organizing, or smooth-running efficiency. 1 2 3 4 5
9. The management style in the organization is characterized byteamwork, consensus, and participation. 1 2 3 4 5
10. The management style in the organization is characterized byindividual risk-taking, innovation, freedom and uniqueness. 1 2 3 4 5
The aim of this questionnaire Is to understand your company as a whole. You have to treat yourself as a typical representative of
your company when answering it. It is promised that all your responses will be kept completely CONFIDENTIAL. All information
will be used for academic study only. Please do not write your names or anything that can identify you. You are reminded to give
frank and serious view in the answers. After filling the questionnaire, please return by e-mail anitalichingman@yahoo.com.hk or
by the returned envelope. For any enquires, please call me at 93436599. Thanks so much for your kind attention!
Section I of the questionnaire is for measuring the organizational culture of your company. Please circle the number
which indicates the best description of the organizational culture of your company. You are remined that your
scoring of high or low does not indicate good or bad organizational culture.
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11. The management style in the organization is characterized by hard-driving competitiveness, high demands and achievement. 1 2 3 4 5
12. The management style in the organization is characterized by securityof employment, conformity, predictability and stability in relationships. 1 2 3 4 5
13. The glue that holds the organization together is loyalty and mutualtrust. Commitment to this organization runs high. 1 2 3 4 5
14.
The glue that holds the organization together is commitment to
innovation and development. There is an emphasis on being on the
cutting edge.
1 2 3 4 5
15.
The glue that holds the organization together is the emphasis on
achievement and goal accomplishment. Aggressiveness and winning
are common themes.
1 2 3 4 5
16. The glue that holds the organization together is formal rules andpolicies. Maintaining a smooth-running organization is important. 1 2 3 4 5
17. The organization emphasizes human development. High trust,openness and participation persist. 1 2 3 4 5
18.
The organization emphasizes acquiring new resources and creating
new challenges. Trying new things and prospecting for opportunities
are valued.
1 2 3 4 5
19. The organization emphasizes competitive actions and achievement.Hitting stretch targets and winning in the marketplace are dominant. 1 2 3 4 5
20. The organization emphasizes permanence and stability. Efficiency,control and smooth operations are important. 1 2 3 4 5
21.
The organization defines success on the basis of the development of
human resources, teamwork, employee commitment and concern for
people.
1 2 3 4 5
22. The organization defines success on the basis of having the mostunique or newest products. It is a product leader and innovator. 1 2 3 4 5
23.
The organization defines success on the basis of winning in the
marketplace and outpacing the competition. Competitive market
leadership is key.
1 2 3 4 5
24.
The organization defines success on the basis of efficiency.
Dependable delivery, smooth scheduling and low-cost production are
critical.
1 2 3 4 5
This is the end of Section I.
P.2
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Section II : Communication Assessment of your company
Instruction for Section II
  
Receiving information from others Question Very little Little Some Great Very great Very little Little Some Great Very great
How well I am doing in my job 1 1 2 3 4 5 1 2 3 4 5
My job duties 2 1 2 3 4 5 1 2 3 4 5
Organizational policies 3 1 2 3 4 5 1 2 3 4 5
Pay and benefit 4 1 2 3 4 5 1 2 3 4 5
Mistakes and failures of my organization 5 1 2 3 4 5 1 2 3 4 5
How I am being judged 6 1 2 3 4 5 1 2 3 4 5
How my job-related problems are being handled 7 1 2 3 4 5 1 2 3 4 5
How organization decisions are made that affect my job 8 1 2 3 4 5 1 2 3 4 5
Promotion and advancement opportunities in my organization 9 1 2 3 4 5 1 2 3 4 5
Important new product, service, or program developments in my organization 10 1 2 3 4 5 1 2 3 4 5
How my job relates to the total operation of my organization 11 1 2 3 4 5 1 2 3 4 5
Specific problems faced by management 12 1 2 3 4 5 1 2 3 4 5
Sending information to others
Reporting what I am doing in my job 13 1 2 3 4 5 1 2 3 4 5
Reporting job-related problems 14 1 2 3 4 5 1 2 3 4 5
Complaining about my job/working conditions 15 1 2 3 4 5 1 2 3 4 5
Requesting information necessary to do my job 16 1 2 3 4 5 1 2 3 4 5
Asking for clearer work 17 1 2 3 4 5 1 2 3 4 5
Sources of information
Coworkers in my own unit 18 1 2 3 4 5 1 2 3 4 5
Individuals in other units 19 1 2 3 4 5 1 2 3 4 5
Immediate supervisor 20 1 2 3 4 5 1 2 3 4 5
Unit meetings 21 1 2 3 4 5 1 2 3 4 5
Top management 22 1 2 3 4 5 1 2 3 4 5
Informal channels 23 1 2 3 4 5 1 2 3 4 5
Organizational communication relationships Question Very little Little Some Great Very great
I trust my coworkers 24 1 2 3 4 5
My coworkers get along with each other 25 1 2 3 4 5
My relationship with my coworkers is satisfying 26 1 2 3 4 5
I trust my immediate supervisor 27 1 2 3 4 5
I am free to disagree with my immediate supervisor 28 1 2 3 4 5
My relationship with my immediate supervisor is satisfying 29 1 2 3 4 5
My supervisor is friendly with subordinates 30 1 2 3 4 5
I trust top management 31 1 2 3 4 5
Top management is sincere in efforts to communicate with employees 32 1 2 3 4 5
My relationship with top management is satisfying 33 1 2 3 4 5
My organization encourages different opinions 34 1 2 3 4 5
This is the end of Section II.
Section II is for investigating the direction of information flow and communication relationships of your company. For each statement listed, please circle
the number which best indicates the situation in your company. 
Amount of information I receive now Amount of information needed to receive
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Section III: Company Profile
Instructions for Section III
Section III is a demographic part for collecting basic information of your 
company. Please fill in/choose the information on behalf of your company. 
All information will be kept CONFIDENTIAL completely.
1.     Name of Respondent Company
    ___________________________________________
2.     Years of engagement in construction industry
    ______________________________________Years
3.     Types of contractor
    __________________________________________
4.     Total number of employees
    __________________________________________
5.     Contract sum amount
    HK$______________________________________ 
This is the end of the Questionnaire.                          
Thank you very much for your participation.
Appendix 5: Individual culture scoring of the Ten Construction 
Companies 
 
OC Profile of Company A  
 Average Score 
Six Elements of Organizational 
Culture Clan Adhocracy Market Hierarchy 
Dominant Characteristics 4.10 3.90 3.30 4.00 
Organizational leadership 4.00 3.10 3.20 4.20 
Management of Employees 3.80 3.60 2.70 2.90 
Organizational Glue 3.90 3.30 2.50 4.10 
Strategic Emphases 3.70 4.00 3.50 3.60 
Criteria of Success 4.00 3.90 3.00 3.80 
Overall OC Profile 3.92 3.63 3.03 3.77 
 
 
OC Profile of Company B 
 Average Score 
Six Elements of Organizational 
Culture Clan Adhocracy Market Hierarchy 
Dominant Characteristics 3.90 2.70 3.80 4.30 
Organizational leadership 3.60 2.60 3.60 3.80 
Management of Employees 4.00 3.00 4.10 2.90 
Organizational Glue 3.70 2.90 3.60 4.30 
Strategic Emphases 3.80 3.00 3.90 4.10 
Criteria of Success 4.10 2.90 4.00 3.80 
Overall OC Profile 3.85 2.85 3.83 3.87 
 
 
OC Profile of Company C 
 Average Score 
Six Elements of Organizational 
Culture Clan Adhocracy Market Hierarchy 
Dominant Characteristics 2.50 2.60 3.20 4.40 
Organizational leadership 2.60 2.40 3.70 4.20 
Management of Employees 3.00 2.70 4.00 3.80 
Organizational Glue 3.10 3.20 3.70 4.30 
Strategic Emphases 2.90 2.60 4.30 4.20 
Criteria of Success 2.90 2.60 3.80 3.30 
Overall OC Profile 2.83 2.68 3.78 4.03 
 
 
OC Profile of Company D 
 Average Score 
Six Elements of Organizational 
Culture Clan Adhocracy Market Hierarchy 
Dominant Characteristics 3.00 3.30 3.20 4.30 
Organizational leadership 4.10 3.80 3.30 4.00 
Management of Employees 3.60 3.00 4.30 2.90 
Organizational Glue 3.90 3.20 3.50 4.20 
Strategic Emphases 3.80 3.80 4.30 4.00 
Criteria of Success 4.00 3.60 2.90 3.80 
Overall OC Profile 3.73 3.45 3.58 3.87 
 
 
OC Profile of Company E 
 Average Score 
Six Elements of Organizational 
Culture Clan Adhocracy Market Hierarchy 
Dominant Characteristics 3.00 3.00 3.30 4.40 
Organizational leadership 3.60 3.80 3.60 4.20 
Management of Employees 3.50 2.80 4.30 2.90 
Organizational Glue 3.70 3.50 3.50 4.30 
Strategic Emphases 3.80 3.90 4.30 4.20 
Criteria of Success 3.90 3.60 4.00 3.80 
Overall OC Profile 3.58 3.43 3.83 3.97 
 
 
 
OC Profile of Company F 
 Average Score 
Six Elements of Organizational 
Culture Clan Adhocracy Market Hierarchy 
Dominant Characteristics 3.30 3.00 3.20 2.70 
Organizational leadership 3.00 2.80 3.00 3.00 
Management of Employees 3.10 2.60 2.90 3.30 
Organizational Glue 2.80 2.50 2.60 3.70 
Strategic Emphases 3.00 2.70 2.60 3.10 
Criteria of Success 3.00 3.10 2.90 3.20 
Overall OC Profile 3.03 2.78 2.87 3.17 
 
 
 
OC Profile of Company G 
 Average Score 
Six Elements of Organizational 
Culture Clan Adhocracy Market Hierarchy 
Dominant Characteristics 3.40 2.80 2.60 2.90 
Organizational leadership 2.80 3.30 2.60 2.40 
Management of Employees 2.90 2.90 3.30 2.90 
Organizational Glue 2.60 3.00 2.80 3.20 
Strategic Emphases 2.80 3.00 2.80 3.20 
Criteria of Success 3.50 2.90 3.00 2.70 
Overall OC Profile 3.00 2.98 2.85 2.88 
 
 
 
OC Profile of Company H 
 Average Score 
Six Elements of Organizational 
Culture Clan Adhocracy Market Hierarchy 
Dominant Characteristics 3.10 2.60 3.50 2.00 
Organizational leadership 3.20 2.60 3.10 2.30 
Management of Employees 3.10 3.20 2.30 1.70 
Organizational Glue 2.60 2.30 1.90 2.50 
Strategic Emphases 2.30 2.30 2.80 2.10 
Criteria of Success 2.50 2.40 2.90 3.50 
Overall OC Profile 2.80 2.57 2.75 2.35 
 
 
 
OC Profile of Company I 
 Average Score 
Six Elements of Organizational 
Culture Clan Adhocracy Market Hierarchy 
Dominant Characteristics 3.50 2.30 2.40 1.89 
Organizational leadership 2.90 2.00 2.10 2.80 
Management of Employees 3.40 2.10 2.40 2.60 
Organizational Glue 3.20 1.50 2.40 2.60 
Strategic Emphases 3.10 2.20 2.30 2.50 
Criteria of Success 3.30 2.00 2.60 2.40 
Overall OC Profile 3.23 2.02 2.37 2.46 
 
 
 
 
OC Profile of Company J 
 Average Score 
6 elements of Organizational 
Culture Clan Adhocracy Market Hierarchy 
Dominant Characteristics 2.90 2.00 1.90 3.00 
Organizational leadership 2.60 2.00 1.80 2.40 
Management of Employees 2.30 2.60 2.30 2.90 
Organizational Glue 2.10 2.10 3.10 3.40 
Strategic Emphases 3.30 2.00 2.30 3.30 
Criteria of Success 2.30 2.40 2.60 3.20 
Overall OC Profile 2.58 2.18 2.33 3.03 
 
Appendix 6: SPSS output on the Kruskal-Wallis Test 
 
1. SPSS output of the Kruskal-Wallis Test between the organizational culture and 
the year of engagement of the respondents companies 
 
Notes: “0” in Yr_No = below 30 years, “1” in Yr_No = more than or equal to 30 years 
 
Year of engagement vs. Dominant Characteristics 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Year of engagement vs. Organizational Leadership 
 
 
 
Year of engagement vs. Management of Employee 
 
 
Year of engagement vs. Organizational Glue 
 
 
 
Year of engagement vs. Strategic Emphases 
 
 Years of engagement vs. Criteria of Success 
 
 
 
 
Years of engagement vs. Overall culture profile 
 
 
2. SPSS output of the Kruskal-Wallis Test between the organizational culture and 
the number of staff of the respondents companies 
 
Notes: “0” in staff_no = below 500 workers, “1” in staff_no = more than or equal to 500 
workers 
 
Number of staff vs. Dominant Characteristics 
  
 
 
 
 
 
 
 
 
 
 
 
 
Number of staff vs. Organizational Leadership 
 
 
Number of staff vs. Management of Employee 
 
 
Number of staff vs. Organizational Glue 
 
 
 
Number of staff vs. Strategic Emphases 
 
 Number of staff vs. Criteria of Success 
 
 
Number of staff vs. Overall Culture Profile 
 
3. SPSS output of the Kruskal-Wallis Test between the organizational culture and 
the project contract sum of the respondents companies 
 
Notes: “0” in CSum_no = below1 billion HKD, “1” in CSum_no = more than 1 billion HKD 
 
Project contract sum vs. Dominant Characteristics 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
Project Contract Sum vs. Organizational Leadership 
  
 
Project Contract Sum vs. Management of Employee 
 
  
Project contract sum vs. Organizational Glue 
 
 
Project Contract Sum vs. Strategic Emphases 
 
 
Project Contract Sum vs. Criteria of Success 
 
 
Project Contract Sum vs. Overall Culture Profile 
 
Appendix 7: List of Approved Contractors for Public Works
Contractor Name Buildings
Able Engineering Company Limited C
Action Design Company Limited AP
AMEC International Construction Limited CP
An Hsin Construction Company Limited AP
Asian (Ah Chi) Engineering and Construction Works Limited trading 
as Asian Construction Company
AP
B.L. Wong & Company Limited CP
Best Billion Engineering Limited AP
Bordon Construction Company Limited BP
Brington Engineering Limited AP
Chan Shum Kee Sam Lee Construction Company Limited BP
Chan Sum Construction Company AP
Chatwin Engineering Limited CP
Chee Cheung Hing & Company Limited C
Cheung Hing Construction Company Limited C
Chevalier (Construction) Company Limited C
Chi Shing Construction Company A
China Civil Engineering Construction Corporation C
China Harbour Engineering Company Limited CP
China International Water & Electric Corporation C
China Metallurgical Construction (Group) Corporation C
China Overseas Building Construction Limited CP
China Resources Construction Company Limited C
China Road and Bridge Corporation C
China State Construction Engineering (Hong Kong) Limited C
Chinney Construction Company, Limited C
Chun Wo Construction and Engineering Company Limited C
Chung Chin Construction and Engineering Company Limited AP
Chung Shing Construction Company Limited B
Concorde Construction Company Limited BP
CPC Construction Hong Kong Limited BP
Dao Kee Construction Company Limited BP
Deson Development Limited CP
Dickson Construction Company Limited C
Dragages Hong Kong Limited C
E Man Construction Company Limited CP
Excel Engineering Company Limited A
Fine View Engineering Limited AP
Fong Wing Shing Construction Company Limited C
Fook Lee Construction Company Limited C
Free Form Construction Company Limited BP
Fuk Shing Engineering Company Limited AP
Gammon Construction Limited C
Gar Wing Hung Kee Construction Company A
Gold Banner Construction and Development Limited B
Goldfield N & W Construction Company Limited B
Grand Tech Construction Company Limited BP
Guangdong Overseas Construction Corporation B
Hang Kee Construction & Engineering Company Limited AP
Hanison Construction Company Limited CP
Hien Lee Engineering Company Limited BP
Hing Kee Contracting Limited A
Hip Shun Construction Company Limited AP
Hong Kong Construction (Holdings) Limited CP
Hong Kong Construction Company Limited BP
Hong Kong Kwong Tai Builders Limited B
Hoo Cheong Building Construction Company Limited A
Source (Accessed at 31st March, 2006): 
http://www.etwb.gov.hk/consultants_and_contractors/contractors/approve_contractors/index.aspx?lstCategory=BuildingstGroup=
All3odeID=622
Appendix 7: List of Approved Contractors for Public Works
Hoover Construction Company Limited BP
Hop Lee Builders Company Limited B
Hop Shing Construction Company Limited A
Hopewell Construction Company, Limited CP
Hsin Chong Construction (Asia) Limited BP
Hsin Chong Construction Company Limited C
Hung Wan Construction Company Limited CP
International Kum Fai Construction and Engineering Company 
Limited
AP
John Lok & Partners Limited C
Junic Construction Company Limited B
Ka Construction Company Limited AP
Kam Hing Engineering Co. Limited AP
Kan Construction Company AP
Kier Hong Kong Limited CP
Kim Hung Construction & Engineering Company Limited CP
Kin Fat Construction Company Limited AP
Kin Keung Construction & Engineering Company Limited A
Kin Shing (Leung's) General Contractors Limited CP
Kinley-Chao Construction Company Limited AP
Kinsway Construction Company Limited A
K-Peak Company Limited AP
Kumagai Gumi Co., Ltd. CP
Kwan On Construction Company Limited AP
Kwong Key Construction and Engineering Limited AP
Lam Woo & Company Limited C
Lanon Development Limited C
Law Chi Yip Construction Company Limited B
Leader Civil Engineering Corporation Limited A
Leighton Contractors (Asia) Limited C
Lidell Construction Company, Limited BP
Maeda Kensetsu Kogyo Kabushiki Kaisha (Maeda Corporation) CP
Manhing Engineering Co. AP
Martin Construction Company Limited AP
Maylon Construction Company Limited B
New City Construction Company Limited B
New Hopes Construction Comapny Limited AP
New House Construction Company Limited BP
Ngo Kee Construction Company Limited C
Nishimatsu Construction Company, Limited CP
Paul Y.Construction & Engineering Co. Limited AP
Paul Y.General Contractors Limited C
Paul Y. Construction Company, Limited C
Penta-Ocean Construction Co., Ltd. C
Po Hsing Construction Company Limited AP
Po Tak Construction Company Limited BP
Program Contractors Limited AP
Ray On Construction Company Limited B
Realty Cheng & Partners Construction Limited CP
Sam Cheong Construction Company Limited AP
Sanfield Building Contractors Limited CP
Seemly Building Construction Company Limited A
Shanghai Yaik Sang Construction Company Limited AP
Shimizu Corporation C
Shing Hing Construction Company Limited B
Shui On Building Contractors Limited C
Shui On Construction Company Limited C
Shun Shing Construction & Engineering Company, Limited C
Shun Yip Construction Company Limited B
Source (Accessed at 31st March, 2006): 
http://www.etwb.gov.hk/consultants_and_contractors/contractors/approve_contractors/index.aspx?lstCategory=BuildingstGroup=
All3odeID=622
Appendix 7: List of Approved Contractors for Public Works
Sing Fat Construction Company, Limited BP
South Star Construction Company Limited BP
Square Construction Company Limited C
Sui Chong Construction and Engineering Company Limited CP
Sun Fook Kong (Civil) Limited BP
Sun Fook Kong Construction Limited C
Sun Hang Shing Construction & Decoration Company Limited AP
Sun On Engineering Company Limited AP
Sun Spark Construction Limited BP
Tai Dou Building Contractor BP
Tang Engineering Company AP
Techoy Construction Company Limited CP
Tim Lee Construction Company Limited A
Top Grand Engineering Limited AP
To's Universe Construction Company, Limited B
Tristyle Company Limited AP
Tysan Building Construction Company Limited BP
Union Contractors Limited BP
UniStress Building Construction Limited CP
United Construction Company Limited BP
Vaford Contracting Company Limited AP
W. Hing Construction Company Limited C
W.M. Construction Limited BP
Wah Cheong Construction Company Limited AP
Wah Fai Construction & Engineering Company Limited CP
Wah Seng General Contractors Limited B
Wah Tat Construction Company BP
Wan Chung Construction Company Limited C
Wanson Construction Company Limited B
Wecon Limited CP
Wide Project Engineering & Construction Company A
Wing Hong Contractors Limited C
Wing Keung Engineering Company AP
Wing Shing Construction Company AP
Wing Sum Construction & Engineering Co., Limited BP
Wo Hing Construction Company Limited B
Woon Lee Construction Company Limited C
Yan Lee Construction Company Limited B
Yau Lee Construction Company Limited C
Yick Hing Construction Company Limited AP
Yu Hsin Construction Company Limited A
Yu Wing Construction & Investment Company Limited B
Zhen Hua Engineering Company Limited BP
'P' denotes probationary status in the category indicated.
Firms included in the List are published below for general information. The List
may include contractors who at the present time are suspended from tendering for
public works contracts. Contractors in the List, unless suspended, may tender for
public works contracts only in the works categories and groups for which they are
approved.
'A' denotes Group A for contracts of value up to $20 million
'B' denotes Group B for contracts of value up to $50 million
'C' denotes Group C for contracts of any values exceeding $50 million
Source (Accessed at 31st March, 2006): 
http://www.etwb.gov.hk/consultants_and_contractors/contractors/approve_contractors/index.aspx?lstCategory=BuildingstGroup=
All3odeID=622
Section I : Organizational culture of your company
Instructions for Section I
Explanations of the scale
1  - This statement never applies to your company.
2  - This statement seldom applies to your company.
3  - This statement sometimes applies to your company.
4  - This statement applies to your company most of the time.
5  - This statement always applies to your company.
Question
Never 
Apply
Always 
Apply
1 2 3 4 5
1. The organization is a very personal place. It is like an extendedfamily. People seem to share a lots of themselves. 0 20 50 28 2
2. The organization is a very dynamic and entrepreneurial place. Peopleare willing to stick their nexks out and take risks. 12 30 35 23 0
3.
The organization is very results oriented. A major concern is with
getting the job done. People are very competitive and achievement
oriented.
7 13 54 24 2
4. The organization is a very controlled and structured place. Formalprocedures generally govern what people do. 5 21 16 37 20
5. The leadership in the organization is generally considered toexemplify mentoring, facilitating, or nurturing. 3 23 28 38 8
6. The leadership in the organization is generally considered toexemplify entrepreneurship, innovating, or risk taking. 5 18 42 25 10
7. The leadership in the organization is generally considered toexemplify a no-nonsense, aggressive, results-oriented focus. 5 25 34 31 5
8. The leadership in the organization is generally considered toexemplify coordinating, organizing, or smooth-running efficiency. 7 15 25 38 15
9. The management style in the organization is characterized byteamwork, consensus, and participation. 2 18 37 41 2
10. The management style in the organization is characterized byindividual risk-taking, innovation, freedom and uniqueness. 4 31 52 13 0
Appendix 8: Raw Data for Part 1 of the Questionnaire
There are 100 respondents from the 10 responded companies. The frequencies of each answer are stated in the 
correspondiing box in blue.
Section I of the questionnaire is for measuring the organizational culture of your company. Please circle the
number which indicates the best description of the organizational culture of your company. You are remined
that your scoring of high or low does not indicate good or bad organizational culture.
P.1
11. The management style in the organization is characterized by hard-driving competitiveness, high demands and achievement. 5 16 21 43 15
12.
The management style in the organization is characterized by
security of employment, conformity, predictability and stability in
relationships.
5 36 34 25 0
13. The glue that holds the organization together is loyalty and mutualtrust. Commitment to this organization runs high. 4 17 42 31 6
14.
The glue that holds the organization together is commitment to
innovation and development. There is an emphasis on being on the
cutting edge.
11 30 34 25 0
15.
The glue that holds the organization together is the emphasis on
achievement and goal accomplishment. Aggressiveness and winning
are common themes.
5 23 38 32 2
16. The glue that holds the organization together is formal rules andpolicies. Maintaining a smooth-running organization is important. 3 11 24 38 24
17. The organization emphasizes human development. High trust,openness and participation persist. 4 9 41 40 6
18.
The organization emphasizes acquiring new resources and creating
new challenges. Trying new things and prospecting for opportunities
are valued.
11 18 37 19 15
19. The organization emphasizes competitive actions and achievement.Hitting stretch targets and winning in the marketplace are dominant. 5 26 15 29 25
20. The organization emphasizes permanence and stability. Efficiency,control and smooth operations are important. 3 14 31 32 20
21.
The organization defines success on the basis of the development of
human resources, teamwork, employee commitment and concern for
people.
2 16 37 29 16
22. The organization defines success on the basis of having the mostunique or newest products. It is a product leader and innovator. 9 17 38 36 0
23.
The organization defines success on the basis of winning in the
marketplace and outpacing the competition. Competitive market
leadership is key.
2 15 34 39 10
24.
The organization defines success on the basis of efficiency.
Dependable delivery, smooth scheduling and low-cost production are
critical.
2 22 32 22 22
This is the end of Section I.
P.2
Appendix 8: Raw Data for Part 2 of the Questionnaire
Section II : Communication Assessment of your company
Instruction for Section II
  
Receiving information from others Question Very little Little Some Great Very great Very little Little Some Great Very great
How well I am doing in my job 1 1 5 61 32 1 0 5 60 33 2
My job duties 2 0 6 41 52 1 0 6 38 55 1
Organizational policies 3 5 17 30 47 1 5 17 24 53 1
Pay and benefit 4 4 12 50 28 6 3 12 46 33 6
Mistakes and failures of my organization 5 3 26 46 22 3 3 27 40 27 3
How I am being judged 6 6 9 47 36 2 6 8 40 43 3
How my job-related problems are being handled 7 4 11 31 50 4 3 11 32 50 4
How organization decisions are made that affect my job 8 2 26 41 25 6 2 25 36 31 6
Promotion and advancement opportunities in my organization 9 10 26 41 18 5 9 24 37 25 5
Important new product, service, or program developments in my organization 10 3 13 42 33 9 3 12 42 33 10
How my job relates to the total operation of my organization 11 4 13 40 16 27 4 12 40 17 27
Specific problems faced by management 12 8 15 31 44 2 7 9 34 48 2
Sending information to others
Reporting what I am doing in my job 13 1 15 32 38 14 1 14 32 34 19
Reporting job-related problems 14 3 9 36 46 6 2 9 35 44 10
Complaining about my job/working conditions 15 9 14 55 19 3 8 14 48 27 3
Requesting information necessary to do my job 16 1 14 44 27 14 1 13 43 29 14
Asking for clearer work 17 1 18 59 13 9 1 16 53 16 14
Sources of information
Coworkers in my own unit 18 1 5 29 57 8 1 5 24 61 9
Individuals in other units 19 4 22 40 28 6 3 21 39 30 7
Immediate supervisor 20 4 4 41 43 8 4 4 38 40 14
Unit meetings 21 1 24 31 31 13 1 24 31 31 13
Top management 22 4 40 34 10 12 4 37 36 6 17
Informal channels 23 1 21 28 38 12 2 20 34 32 12
Organizational communication relationships Question Very little Little Some Great Very great
I trust my coworkers 24 1 8 32 58 1
My coworkers get along with each other 25 3 7 31 54 5
My relationship with my coworkers is satisfying 26 5 6 40 43 6
I trust my immediate supervisor 27 1 12 38 49 0
I am free to disagree with my immediate supervisor 28 10 18 42 30 0
My relationship with my immediate supervisor is satisfying 29 2 9 30 58 1
My supervisor is friendly with subordinates 30 1 12 24 56 7
I trust top management 31 3 18 43 34 2
Top management is sincere in efforts to communicate with employees 32 7 12 51 25 5
My relationship with top management is satisfying 33 14 18 31 34 3
My organization encourages different opinions 34 4 39 40 9 8
This is the end of Section II.
Section II is for investigating the direction of information flow and communication relationships of your company. For each statement listed,
please circle the number which best indicates the situation in your company. 
Amount of information I receive now Amount of information needed to receive
Appendix 8: Raw Data for Part 3 of the Questionnaire 
 
Relationship between No. of Companies and Years 
of Engagement
6
4 >= 30 Years of
Engagement
< 30 Years of
Engagement
 
Relationship between No. of Companies and 
No. of Workers and 
4
6
>=500 w orkers
< 500 w orkers
 
Relationship between No. of Companies and 
Project Contract Sum
4
6
> HKD 1 Billion 
< HKD 1 Billion
 
Appendix 9: Spearman Correlation Coefficient of Direction of  
communication flow by Culture values 
 
 
Correlations
1.000 -.515
. .128
10 10
-.515 1.000
.128 .
10 10
Correlation Coeffi
Sig. (2-tailed)
N
Correlation Coeffi
Sig. (2-tailed)
N
CLAN
COM_DIF
Spearman's r
CLAN COM_DIFF
Clan Culture 
Correlations
1.000 .103
. .777
10 10
.103 1.000
.777 .
10 10
Correlation Coeffi
Sig. (2-tailed)
N
Correlation Coeffi
Sig. (2-tailed)
N
ADHO
ADHO COM_DIFF
Spearman's r
COM_DIF
Adhocracy Culture
Correlations
1.000 -.255
. .476
10 10
-.255 1.000
.476 .
10 10
Correlation Coefficie
Sig. (2-tailed)
N
Correlation Coefficie
Sig. (2-tailed)
N
MKT
MKT COM_DIFF
Spearman's rho
COM_DIFF
Market Culture
Correlations
1.000 .535
. .111
10 10
.535 1.000
.111 .
10 10
Correlation Coefficie
Sig. (2-tailed)
N
Correlation Coefficie
Sig. (2-tailed)
N
HIER
HIER COM_DIFF
Spearman's rh
COM_DIFF
Hierarchy Culture
Appendix 10: Spearman Correlation Coefficient of 
Communication Relationship by Culture values 
 
Correlations
1.000 .474
. .166
10 10
.474 1.000
.166 .
10 10
Correlation Coeffic
Sig. (2-tailed)
N
Correlation Coeffic
Sig. (2-tailed)
N
CLAN
RELATIO
Spearman's r
CLAN RELATION
Clan Culture
Correlations
1.000 -.468
. .172
10 10
-.468 1.000
.172 .
10 10
Correlation Coeffic
Sig. (2-tailed)
N
Correlation Coeffic
Sig. (2-tailed)
N
ADHO
ADHO RELATION
Spearman's r
RELATIO
Adhocracy Culture
Correlations
1.000 .692*
. .027
10 10
.692* 1.000
.027 .
10 10
Correlation Coefficie
Sig. (2-tailed)
N
Correlation Coefficie
Sig. (2-tailed)
N
MKT
MKT RELATION
Spearman's rh
RELATION
Correlation is significant at the 0.05 level (2-tailed).*. 
Market Culture
Correlations
1.000 -.506
. .136
10 10
-.506 1.000
.136 .
10 10
Correlation Coef
Sig. (2-tailed)
N
Correlation Coef
Sig. (2-tailed)
N
HIER
HIER RELATION
Spearman's 
RELATIO
Hierarchy Culture
Appendix 11: One-way ANOVA test and Post Hoc Test for the 
significant difference among the four culture values 
 
One-way 
 
Descriptives
AVG_SCO
6 3.2567 .06121 .02499 3.1924 3.3209 3.16 3.35
6 2.8583 .07574 .03092 2.7788 2.9378 2.75 2.95
6 3.1233 .14459 .05903 2.9716 3.2751 2.96 3.31
6 3.3398 .25483 .10403 3.0724 3.6072 2.88 3.66
24 3.1445 .23545 .04806 3.0451 3.2440 2.75 3.66
1
2
3
4
Total
N Mean Std. Deviation Std. Error Lower Bound Upper Bound
95% Confidence Interval for
Mean
Minimum Maximum
 
 
ANOVA
AVG_SCO
.798 3 .266 11.167 .000
.477 20 .024
1.275 23
Between Groups
Within Groups
Total
Sum of
Squares df Mean Square F Sig.
 
 
Post Hoc Tests 
Multiple Comparisons
Dependent Variable: AVG_SCO
LSD
.3983* .08913 .000 .2124 .5843
.1333 .08913 .150 -.0526 .3193
-.0831 .08913 .362 -.2691 .1028
-.3983* .08913 .000 -.5843 -.2124
-.2650* .08913 .008 -.4509 -.0791
-.4815* .08913 .000 -.6674 -.2956
-.1333 .08913 .150 -.3193 .0526
.2650* .08913 .008 .0791 .4509
-.2165* .08913 .025 -.4024 -.0306
.0831 .08913 .362 -.1028 .2691
.4815* .08913 .000 .2956 .6674
.2165* .08913 .025 .0306 .4024
(J) CUL_CODE
2
3
4
1
3
4
1
2
4
1
2
3
(I) CUL_CODE
1
2
3
4
Mean
Difference
(I-J) Std. Error Sig. Lower Bound Upper Bound
95% Confidence Interval
The mean difference is significant at the .05 level.*. 
 
Note: 1=Clan Culture, 2=Adhocracy Culture, 3=Market Culture, 4=Hierarchy Culture 
Appendix 12: Two-way ANOVA test and Post Hoc Test for 
Culture Profiles with Groups ≥ 30 years and < 30 years 
 
Univariate Analysis of Variance 
Between-Subjects Factors
24
24
12
12
12
12
less than 30
more or equal to 30
YEARS
1
2
3
4
CUL_CODE
N
 
Tests of Between-Subjects Effects
Dependent Variable: AVG_SCO
1.564a 7 .223 3.052 .011
458.185 1 458.185 6257.366 .000
.521 1 .521 7.113 .011
.828 3 .276 3.772 .018
.215 3 .072 .978 .413
2.929 40 .073
462.678 48
4.493 47
Source
Corrected Model
Intercept
YEARS
CUL_CODE
YEARS * CUL_CODE
Error
Total
Corrected Total
Type III Sum
of Squares df Mean Square F Sig.
R Squared = .348 (Adjusted R Squared = .234)a.  
Post Hoc Tests 
CUL_CODE 
Multiple Comparisons
Dependent Variable: AVG_SCO
LSD
.3017* .11047 .009 .0784 .5249
.1000 .11047 .371 -.1233 .3233
-.0367 .11047 .742 -.2599 .1866
-.3017* .11047 .009 -.5249 -.0784
-.2017 .11047 .075 -.4249 .0216
-.3383* .11047 .004 -.5616 -.1151
-.1000 .11047 .371 -.3233 .1233
.2017 .11047 .075 -.0216 .4249
-.1367 .11047 .223 -.3599 .0866
.0367 .11047 .742 -.1866 .2599
.3383* .11047 .004 .1151 .5616
.1367 .11047 .223 -.0866 .3599
(J) CUL_CODE
2
3
4
1
3
4
1
2
4
1
2
3
(I) CUL_CODE
1
2
3
4
Mean
Difference
(I-J) Std. Error Sig. Lower Bound Upper Bound
95% Confidence Interval
Based on observed means.
The mean difference is significant at the .05 level.*.  
Note: 1=Clan Culture, 2=Adhocracy Culture, 3=Market Culture, 4=Hierarchy Culture 
Appendix 13: Two-way ANOVA test and Post Hoc Test for 
Culture Profiles with Groups ≥ 500 workers and < 500 workers 
 
Univariate Analysis of Variance 
Between-Subjects Factors
12
12
12
12
24
24
1
2
3
4
CUL_CODE
less than 500
more or equal to 500
WORKERS
N
 
Tests of Between-Subjects Effects
Dependent Variable: AVG_SCO
7.369a 7 1.053 11.275 .000
487.178 1 487.178 5218.316 .000
.893 3 .298 3.187 .034
6.178 1 6.178 66.171 .000
.298 3 .099 1.065 .375
3.734 40 .093
498.281 48
11.103 47
Source
Corrected Model
Intercept
CUL_CODE
WORKERS
CUL_CODE * WORKERS
Error
Total
Corrected Total
Type III Sum
of Squares df Mean Square F Sig.
R Squared = .664 (Adjusted R Squared = .605)a. 
 
 
Post Hoc Tests 
CUL_CODE 
Multiple Comparisons
Dependent Variable: AVG_SCO
LSD
.2808* .12474 .030 .0287 .5329
.0542 .12474 .666 -.1979 .3063
-.0883 .12474 .483 -.3404 .1638
-.2808* .12474 .030 -.5329 -.0287
-.2267 .12474 .077 -.4788 .0254
-.3692* .12474 .005 -.6213 -.1171
-.0542 .12474 .666 -.3063 .1979
.2267 .12474 .077 -.0254 .4788
-.1425 .12474 .260 -.3946 .1096
.0883 .12474 .483 -.1638 .3404
.3692* .12474 .005 .1171 .6213
.1425 .12474 .260 -.1096 .3946
(J) CUL_CODE
2
3
4
1
3
4
1
2
4
1
2
3
(I) CUL_CODE
1
2
3
4
Mean
Difference
(I-J) Std. Error Sig. Lower Bound Upper Bound
95% Confidence Interval
Based on observed means.
The mean difference is significant at the .05 level.*.  
Note: 1=Clan Culture, 2=Adhocracy Culture, 3=Market Culture, 4=Hierarchy Culture 
Appendix 14: Two-way ANOVA test and Post Hoc Test for 
Culture Profiles with Groups ≥ 1 billion HKD and <1 billion HKD 
 
Univariate Analysis of Variance 
Between-Subjects Factors
12
12
12
12
24
24
1
2
3
4
CUL_CODE
less than 1B
more or equal to 1 B
CON_SUM
N
 
Tests of Between-Subjects Effects
Dependent Variable: AVG_SCO
1.490a 7 .213 3.083 .011
465.755 1 465.755 6746.810 .000
1.393 3 .464 6.727 .001
.035 1 .035 .510 .479
.061 3 .020 .296 .828
2.761 40 .069
470.006 48
4.251 47
Source
Corrected Model
Intercept
CUL_CODE
CON_SUM
CUL_CODE * CON_SUM
Error
Total
Corrected Total
Type III Sum
of Squares df Mean Square F Sig.
R Squared = .350 (Adjusted R Squared = .237)a.  
 
Post Hoc Tests 
CUL_CODE 
Multiple Comparisons
Dependent Variable: AVG_SCO
LSD
.3267* .10726 .004 .1099 .5435
.0533 .10726 .622 -.1635 .2701
-.1433 .10726 .189 -.3601 .0735
-.3267* .10726 .004 -.5435 -.1099
-.2733* .10726 .015 -.4901 -.0565
-.4700* .10726 .000 -.6868 -.2532
-.0533 .10726 .622 -.2701 .1635
.2733* .10726 .015 .0565 .4901
-.1967 .10726 .074 -.4135 .0201
.1433 .10726 .189 -.0735 .3601
.4700* .10726 .000 .2532 .6868
.1967 .10726 .074 -.0201 .4135
(J) CUL_CODE
2
3
4
1
3
4
1
2
4
1
2
3
(I) CUL_CODE
1
2
3
4
Mean
Difference
(I-J) Std. Error Sig. Lower Bound Upper Bound
95% Confidence Interval
Based on observed means.
The mean difference is significant at the .05 level.*.  
Note: 1=Clan Culture, 2=Adhocracy Culture, 3=Market Culture, 4=Hierarchy Culture 
Appendix 15: Wilcoxon Signed Ranks Test between Amount of 
information needed to receive and Amount of information 
receive now 
 
 
NPar Tests 
 
Wilcoxon Signed Ranks Test 
 
 
Ranks
2a 1.50 3.00
21b 13.00 273.00
0c
23
Negative Ranks
Positive Ranks
Ties
Total
amount of information
needed to receive -
amount of information
receive now
N Mean Rank Sum of Ranks
amount of information needed to receive < amount of information receive nowa. 
amount of information needed to receive > amount of information receive nowb. 
amount of information needed to receive = amount of information receive nowc. 
 
 
 
Test Statisticsb
-4.106a
.000
Z
Asymp. Sig. (2-tailed)
amount of
information
needed to
receive -
amount of
information
receive now
Based on negative ranks.a. 
Wilcoxon Signed Ranks Testb. 
 
 
 
Appendix 16: One-way ANOVA Test and Post Hoc Test for 
Organizational Communication Relationships of Coworkers, 
Supervisors and Top management within the construction 
companies 
 
 
Oneway 
 
ANOVA
AVG_SCO
.254 2 .127 4.049 .061
.251 8 .031
.504 10
Between Groups
Within Groups
Total
Sum of
Squares df Mean Square F Sig.
 
 
Post Hoc Tests 
 
Multiple Comparisons
Dependent Variable: AVG_SCO
LSD
.1733 .13516 .236 -.1383 .4850
.3808* .13516 .023 .0692 .6925
-.1733 .13516 .236 -.4850 .1383
.2075 .12514 .136 -.0811 .4961
-.3808* .13516 .023 -.6925 -.0692
-.2075 .12514 .136 -.4961 .0811
(J) GR_CODE
2
3
1
3
1
2
(I) GR_CODE
1
2
3
Mean
Difference
(I-J) Std. Error Sig. Lower Bound Upper Bound
95% Confidence Interval
The mean difference is significant at the .05 level.*. 
 
 
Note: 1=Coworker, 2=Supervisor, 3=Top Management 
 
Appendix 17: Spearman Correlation Coefficient Test for Direction of Communication Flow within the 
construction companies and Dimensions of Culture Profiles 
 
Nonparametric Correlations 
Correlations
1.000 .413 .567 .350 .117 .582 -.182
. .236 .087 .322 .748 .077 .614
10 10 10 10 10 10 10
.413 1.000 .875** .812** .630 .765* -.061
.236 . .001 .004 .051 .010 .867
10 10 10 10 10 10 10
.567 .875** 1.000 .893** .702* .854** -.128
.087 .001 . .001 .024 .002 .725
10 10 10 10 10 10 10
.350 .812** .893** 1.000 .731* .841** -.361
.322 .004 .001 . .016 .002 .306
10 10 10 10 10 10 10
.117 .630 .702* .731* 1.000 .695* .055
.748 .051 .024 .016 . .026 .880
10 10 10 10 10 10 10
.582 .765* .854** .841** .695* 1.000 -.474
.077 .010 .002 .002 .026 . .166
10 10 10 10 10 10 10
-.182 -.061 -.128 -.361 .055 -.474 1.000
.614 .867 .725 .306 .880 .166 .
10 10 10 10 10 10 10
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
CLAN_DC
CLAN_OL
CLAN_ME
CLAN_OG
CLAN_SE
CLAN_CS
DIRECTN
Spearman's rho
CLAN_DC CLAN_OL CLAN_ME CLAN_OG CLAN_SE CLAN_CS DIRECTN
Correlation is significant at the 0.01 level (2-tailed).**. 
Correlation is significant at the 0.05 level (2-tailed).*. 
 
Nonparametric Correlations 
 
Correlations
1.000 .868** .549 .755* .924** .960** -.384
. .001 .100 .012 .000 .000 .273
10 10 10 10 10 10 10
.868** 1.000 .502 .758* .862** .843** -.330
.001 . .140 .011 .001 .002 .351
10 10 10 10 10 10 10
.549 .502 1.000 .492 .615 .508 -.232
.100 .140 . .148 .059 .134 .519
10 10 10 10 10 10 10
.755* .758* .492 1.000 .878** .837** -.450
.012 .011 .148 . .001 .002 .192
10 10 10 10 10 10 10
.924** .862** .615 .878** 1.000 .939** -.432
.000 .001 .059 .001 . .000 .213
10 10 10 10 10 10 10
.960** .843** .508 .837** .939** 1.000 -.312
.000 .002 .134 .002 .000 . .380
10 10 10 10 10 10 10
-.384 -.330 -.232 -.450 -.432 -.312 1.000
.273 .351 .519 .192 .213 .380 .
10 10 10 10 10 10 10
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
AD_DC
AD_OL
AD_ME
AD_OG
AD_SE
AD_CS
DIRECTN
Spearman's rho
AD_DC AD_OL AD_ME AD_OG AD_SE AD_CS DIRECTN
Correlation is significant at the 0.01 level (2-tailed).**. 
Correlation is significant at the 0.05 level (2-tailed).*. 
 
Nonparametric Correlations 
 
Correlations
1.000 .682* .313 .096 .545 .660* .043
. .030 .379 .793 .103 .038 .906
10 10 10 10 10 10 10
.682* 1.000 .731* .662* .929** .820** -.353
.030 . .016 .037 .000 .004 .318
10 10 10 10 10 10 10
.313 .731* 1.000 .740* .832** .692* -.494
.379 .016 . .014 .003 .027 .147
10 10 10 10 10 10 10
.096 .662* .740* 1.000 .675* .599 -.353
.793 .037 .014 . .032 .067 .318
10 10 10 10 10 10 10
.545 .929** .832** .675* 1.000 .760* -.451
.103 .000 .003 .032 . .011 .191
10 10 10 10 10 10 10
.660* .820** .692* .599 .760* 1.000 -.378
.038 .004 .027 .067 .011 . .282
10 10 10 10 10 10 10
.043 -.353 -.494 -.353 -.451 -.378 1.000
.906 .318 .147 .318 .191 .282 .
10 10 10 10 10 10 10
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
MK_DC
MK_OL
MK_ME
MK_OG
MK_SE
MK_CS
DIRECTN
Spearman's rho
MK_DC MK_OL MK_ME MK_OG MK_SE MK_CS DIRECTN
Correlation is significant at the 0.05 level (2-tailed).*. 
Correlation is significant at the 0.01 level (2-tailed).**. 
 
Nonparametric Correlations 
 
Correlations
1.000 .786** .560 .932** .985** .672* -.299
. .007 .092 .000 .000 .033 .402
10 10 10 10 10 10 10
.786** 1.000 .548 .847** .815** .602 -.369
.007 . .101 .002 .004 .066 .294
10 10 10 10 10 10 10
.560 .548 1.000 .643* .572 .060 -.382
.092 .101 . .045 .084 .869 .276
10 10 10 10 10 10 10
.932** .847** .643* 1.000 .954** .654* -.288
.000 .002 .045 . .000 .040 .419
10 10 10 10 10 10 10
.985** .815** .572 .954** 1.000 .607 -.322
.000 .004 .084 .000 . .063 .364
10 10 10 10 10 10 10
.672* .602 .060 .654* .607 1.000 -.013
.033 .066 .869 .040 .063 . .973
10 10 10 10 10 10 10
-.299 -.369 -.382 -.288 -.322 -.013 1.000
.402 .294 .276 .419 .364 .973 .
10 10 10 10 10 10 10
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
HI_DC
HI_OL
HI_ME
HI_OG
HI_SE
HI_CS
DIRECTN
Spearman's rho
HI_DC HI_OL HI_ME HI_OG HI_SE HI_CS DIRECTN
Correlation is significant at the 0.01 level (2-tailed).**. 
Correlation is significant at the 0.05 level (2-tailed).*. 
 
Appendix 18: Spearman Correlation Coefficient Test for Organizational Communication 
Relationships within the construction companies and Dimensions of Culture Profiles 
 
Nonparametric Correlations 
Correlations
1.000 .413 .567 .350 .117 .582 -.280
. .236 .087 .322 .748 .077 .432
10 10 10 10 10 10 10
.413 1.000 .875** .812** .630 .765* -.367
.236 . .001 .004 .051 .010 .297
10 10 10 10 10 10 10
.567 .875** 1.000 .893** .702* .854** -.454
.087 .001 . .001 .024 .002 .187
10 10 10 10 10 10 10
.350 .812** .893** 1.000 .731* .841** -.592
.322 .004 .001 . .016 .002 .071
10 10 10 10 10 10 10
.117 .630 .702* .731* 1.000 .695* -.105
.748 .051 .024 .016 . .026 .774
10 10 10 10 10 10 10
.582 .765* .854** .841** .695* 1.000 -.500
.077 .010 .002 .002 .026 . .141
10 10 10 10 10 10 10
-.280 -.367 -.454 -.592 -.105 -.500 1.000
.432 .297 .187 .071 .774 .141 .
10 10 10 10 10 10 10
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
CLAN_DC
CLAN_OL
CLAN_ME
CLAN_OG
CLAN_SE
CLAN_CS
RELATION
Spearman's rho
CLAN_DC CLAN_OL CLAN_ME CLAN_OG CLAN_SE CLAN_CS RELATION
Correlation is significant at the 0.01 level (2-tailed).**. 
Correlation is significant at the 0.05 level (2-tailed).*. 
 
Nonparametric Correlations 
 
Correlations
1.000 .868** .549 .755* .924** .960** -.566
. .001 .100 .012 .000 .000 .088
10 10 10 10 10 10 10
.868** 1.000 .502 .758* .862** .843** -.239
.001 . .140 .011 .001 .002 .506
10 10 10 10 10 10 10
.549 .502 1.000 .492 .615 .508 -.471
.100 .140 . .148 .059 .134 .169
10 10 10 10 10 10 10
.755* .758* .492 1.000 .878** .837** -.488
.012 .011 .148 . .001 .002 .153
10 10 10 10 10 10 10
.924** .862** .615 .878** 1.000 .939** -.512
.000 .001 .059 .001 . .000 .130
10 10 10 10 10 10 10
.960** .843** .508 .837** .939** 1.000 -.506
.000 .002 .134 .002 .000 . .136
10 10 10 10 10 10 10
-.566 -.239 -.471 -.488 -.512 -.506 1.000
.088 .506 .169 .153 .130 .136 .
10 10 10 10 10 10 10
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
AD_DC
AD_OL
AD_ME
AD_OG
AD_SE
AD_CS
RELATION
Spearman's rho
AD_DC AD_OL AD_ME AD_OG AD_SE AD_CS RELATION
Correlation is significant at the 0.01 level (2-tailed).**. 
Correlation is significant at the 0.05 level (2-tailed).*. 
 
 
 
Nonparametric Correlations 
 
Correlations
1.000 .682* .313 .096 .545 .660* -.333
. .030 .379 .793 .103 .038 .347
10 10 10 10 10 10 10
.682* 1.000 .731* .662* .929** .820** -.543
.030 . .016 .037 .000 .004 .105
10 10 10 10 10 10 10
.313 .731* 1.000 .740* .832** .692* -.352
.379 .016 . .014 .003 .027 .319
10 10 10 10 10 10 10
.096 .662* .740* 1.000 .675* .599 -.256
.793 .037 .014 . .032 .067 .475
10 10 10 10 10 10 10
.545 .929** .832** .675* 1.000 .760* -.502
.103 .000 .003 .032 . .011 .140
10 10 10 10 10 10 10
.660* .820** .692* .599 .760* 1.000 -.363
.038 .004 .027 .067 .011 . .302
10 10 10 10 10 10 10
-.333 -.543 -.352 -.256 -.502 -.363 1.000
.347 .105 .319 .475 .140 .302 .
10 10 10 10 10 10 10
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
MK_DC
MK_OL
MK_ME
MK_OG
MK_SE
MK_CS
RELATION
Spearman's rho
MK_DC MK_OL MK_ME MK_OG MK_SE MK_CS RELATION
Correlation is significant at the 0.05 level (2-tailed).*. 
Correlation is significant at the 0.01 level (2-tailed).**. 
 
 
 
Nonparametric Correlations 
 
Correlations
1.000 .786** .560 .932** .985** .672* -.343
. .007 .092 .000 .000 .033 .333
10 10 10 10 10 10 10
.786** 1.000 .548 .847** .815** .602 -.580
.007 . .101 .002 .004 .066 .079
10 10 10 10 10 10 10
.560 .548 1.000 .643* .572 .060 -.459
.092 .101 . .045 .084 .869 .182
10 10 10 10 10 10 10
.932** .847** .643* 1.000 .954** .654* -.431
.000 .002 .045 . .000 .040 .214
10 10 10 10 10 10 10
.985** .815** .572 .954** 1.000 .607 -.335
.000 .004 .084 .000 . .063 .343
10 10 10 10 10 10 10
.672* .602 .060 .654* .607 1.000 -.390
.033 .066 .869 .040 .063 . .265
10 10 10 10 10 10 10
-.343 -.580 -.459 -.431 -.335 -.390 1.000
.333 .079 .182 .214 .343 .265 .
10 10 10 10 10 10 10
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
Correlation Coefficient
Sig. (2-tailed)
N
HI_DC
HI_OL
HI_ME
HI_OG
HI_SE
HI_CS
RELATION
Spearman's rho
HI_DC HI_OL HI_ME HI_OG HI_SE HI_CS RELATION
Correlation is significant at the 0.01 level (2-tailed).**. 
Correlation is significant at the 0.05 level (2-tailed).*. 
 
 
 
